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PREFACE 



The .Indiana College-Level Manpower Study is being conducted 
by the Indiana Commission for Higher Education to provide man- 
power information of value to educational planning at the post- 
secondary level. Factors involving both manpower supply and 
demand are being investigated, and educational and occupational 
areas in which major supply/ demand imbalances exist will be 
'determined. 

This publication summarizes the results of two surveys; 
1) an interview survey of a sample of employers of one hundred 
or more personnel in four o£ Indiana ' s Planning and Development 
Regions, and 2) a questionnaire survey Q.f a sample of companies 
employing from fifty to one hundred personnel. The surveys were 
conducted in Summer, 1975, with the goal of identifying the 
views of business and industry in the state concerning the 
employability of college graduates. 

The data of the study should provide valuable information 
regarding the demand for college graduates in Indiana's 
businesses and industries. The information contained in this 
report should be of use to educational planners , faculty 
members and counselors, students /and to the business and 
industrial firms of the state* 
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HIGHLIGHTS 



Employers in Indiana's businesses and industries are not having 
difficulty in finding college gradimtes to fill their available positions. 
With the one exception of engineers, fifteen percent or fewer of the 
enployers had experienced difficulty locating and hiring educationally 
qualified people for each of the occupations studied. Further evidence of 
the^ availability of college graduates is provided by the fact that nearly 
sixty percent of the respondents expected that the percentage of their 
employees who are college graduates would increase, primarily because more 
graduates are seeking employment with them. 

A number cf factors were found to affect the employability of college 
graduates in business and industry. Surprisingly, it appears that the 
factors considered of primary importance were not directly related to 
academic performance but involved comminication skills and previous work 
experience. The effects of the much-discussed "grade inflation" in higher 
education might contribute to the fact that, for five occupational 
categories, college grades ranked no higher than ninth in importance in a 
list of thirteen such factors. 

The respondents believed that too many college graduates seeking 
anployment with them are basically unfamiliar with the nature of business- 
industry and witii the nature of the work they hope to perform. For this 
reason an applicant with previous work experience, particularly if related 
to the job sought, was much more employable than the applicant with no such 
experience* As a way of alleviating this problem the employers offered 
overwhelming support for cooperative and internship programs vrtiereby college 
students would have the opportunity to gain practical work experience. 

The respondents generally favored hiring graduates with major fields 
of study closely related to the occupation pursued. However, chey often 
conmented that overemphasis upon a specialized area in college might lead to 
a weakness in conmunication and human relations skills, which were viewed as 
being of great importance. They also felt that the person who had majored 
in a general academic area was more employable if he had taken coursework 
of a business or tecJmical nature. 

The topic of underanployment among college graduates has received much 
national attention. It is hypothesized that, as college graduates are 
produced in greater numbers than the available jobs requiring college degrees, 
many graduates will be forced to accept positions requiring lower than their 
level of education. 

Approximately two thirds of the respondents would not recoimiend to a 
college graduate that he or she accept a position of underemployment, 
expressing the view that the underanployed person would beccxne dissatisfied 
and frustrated with the job. However, a majority of the respondents 
appeared to prefer a hiring practice which could be termed underemployment 



It was generally indicated that underonployment was often by design to 
assess the promotability of the person, but they did not hire above educa- 
tional req[uirements vdien there would not be opportunity for promotion. 
Though most enqployers were unwilling or unable to pay more to a college 
graduate for doing the same type of work as a high school graduate, educa- 
tional background was generally an iioportant factor in promotion 
consideration. The anployers appeared to view the potential for promotion 
within a reasonable period of tame as a major determinant in whether a 
person should be deemed underemployed. - 

Companies of fifty to 99 personnel appeared to differ from larger 
firms regarding the onployability of college graduates. The most 
noticeable differences were in the overall nature of their employees • 
educational backgrounds. Lower percentages of ai5)loyees in the smaller 
firms were college gradiiates , and fewer of these companies anticipated 
that this percentage would increase over the next few years. Though there 
appeared to be a variety of employment opportunities for college graduates 
in the smaller companies, these positions were not foxmd in all such firms. 
The limitations to these opportunities were evidenced by the fact that 
many employers in this size range commented that they hire no college 
graduates and do not plan to do so in the foreseeable future. 
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INTRODUCTION 



The business and industry sector of the economy stands out as a major 
employer of college graduates. A recently published report stated that 
29 percent of all degree recipients were working for private companies ten 
years after their freshnan year in college. Business arid industry was 
surpassed in this regard only by educational institutions, which employed 
3S percent of the degree recipients.^ Since the. private sector has proved 
to be such an important source of jobs, for college gradua tes it is of 
value to investigate these anployers' preferences related to the educational 
backgrounds of new hires. 

This report deals with the oiiployability of college graduates in 
Indiana ^s businesses and industries. It does not contain projections of the 
state's labor force because infoimation is available from other sources, 
such as the Indiana Employment Security Division. Rather, it is concerned 
with the opinions of employers regarding the hiring of college graduates 
where educational preferences and requiranents for entry to many occupations 
are left to the discretion of the employer. 

The data of the report were acquired by means of an interview survey 
of a sample of employers of more than one hundred personnel in four of 
Indiana's Planning and Development Regions (see map on page 4). The 
interviewees were, in most cases, either the chief personnel administrators 
or other ©nployees in the personnel departments of the surveyed companies • 
A mailed questionnaire survey of smaller companies was also conducted and 
its findings are reported in the final section of this report. 

The respondents were not asked about projected hiring needs or 
requested to provide detailed quantitative data of any sort. It was viewed 
that in a rapidly changing economic situation such data are generally of 
short-term value. Instead, they were questioned about their preferences 
concerning the educational backgrounds of new hires to a series of 
occupations often related to postsecondary education. Questions concerning 
the general employability of college graduates was also asked. (A copy of 
the interview format in included in ^pendix B of this report) . 

The data of this report should be of value in providing needed information 
relating employment in business and industry to postsecondary education. 
Actual demand projections for the occupations discussed are available through 
the report $.„of the Indiana Employment Security Division. ^ Supply inf ormation 
is available from previous reports of the Indiana College- Level ffenpower Study. ^ 



1. Bisconti, Ann Stouffer, College Graduates and Their Employers , Report 
No. 4, College Placement Foundation, Bethlehem, Pa., 1975. 

2. Indiana Employment Security Division, Indiana's Interim Manpower 
Projections 1970-1980 , August, 1974 (Available by statewide or 
regional breakdowns). ' 

3. Indiana Commission for Higher Education, Educational Plans and Career 
Choices of Bachelor's Degree Recipients in Indiana , and Educational 
Plans and Career Choices of Associate Degree Recipients in Indiana , 
Indiana College-Level Manpower Study, Reports Number 3 and 4. 
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SAMPLE AND RESPONDENTS 



The saiiq>le monbers were selected and contacted as described in the 
discussion of the study methodology (Appendix A). A number of the sample 
members who indicated that they preferred not to participate not^ that 
they en5)loyed very few college graduates and they felt that the study 
would not be relevant to their concerns. For this reason some aspects 
of the study findings may be biased toward companies which enploy larger 
numbers of college graduates. Response rates by Region and size of 
conpany are presented in Table 1. 



TABLE 1: SURVEY RESPONSE RATES, BY REGION AND SIZE OF COMPANY 



% of Sample 
Sample Respondents Participating 



Region 

Region 1 149 67 45.0 

Region 3 118 68 57.6 

Regions 110 71 64.5 

Region 13 98 68 69.4 

Size 

100-249 employees 180 81 45.0 

250-499 employees 145 78 53.8 

500-999 employees 89 66 74.2 

1,000 + employees 61 49 80.3 

Total 475 274 57.7 



In all, 274 interviews were conducted, representing 58 percent of the 
total number of coii5)anies initially contacted. It is apparent from the data 
of Table 1 that there was a greater tendency for larger conpanies to 
participate in the study, and also that the rates of response frcxn the four 
Regions differed noticeably. 
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TABLE 2: INTERVIEWED CCMPANIES, BY STANDARD INDUSTRIAL 
CLASSIFICATION TITLE (SIC)* 



Short SIC Title and Code 



Number of 
Companies 



Hining, fAanuiaxiXLUvLng and Con&imicXA.on 

10-14 Mining 

15-17 Contract construction 

20 Food and kindred products 

22 Textile mill products 

23 Apparel and other textile products 

24 Lumber and wood products 

25 Furniture and fixtures 

26 Paper and allied products 

27 Printing and publishing 

28 Chemicals and allied products 

29 Petroleum and coal products 

30 Rubber and plastics products, nec 

32 Stone, clay, and glass products 

33 Primary metal Industries 

34 Fabricated metal products 

35 Machinery, except electrical 

36 Electrical equipment and supplies 

37 Transportation equipment 

38 Instr^aments and related products 

39 Miscellaneous manufacturing industries 
Subtotal 



3 
10 
9 
1.1 
5 
2 
13 
6 
9 
9 
7 
10 
10 
23 
22 
20 
19 
17 
3 
3 

(201) 



l4omcmuiacta/ung . 

40-49 Transportation, communication, electric gas, and 

sanitary services 
50 Wholesale trade 
52-59 Retail trade 

60-67 Finance, insurance, and real estate 

70-79 Services (excluding: health, legal, educational, 

89 and nonprofit membership organizations) 
93 Municipal utilities 
Subtotal 



Total Respondents 



16 
5 
16 
22 

9 
5 

(73) 
274 



*SIC titles were used in drawing the survey sample and interpreting the 
data received. Response rates of sixty percent from manufacturing 
companies and 52 percent from nonmanuf acturing companies were achieved. 
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FOR COLLEGE GRADUATES IN THIRTEEN SELECTED OCCUPATIONS 



v^rking in Indiana businesses industries A^=°l^ ^„ 
SJefft Sr4a4S If^ny « graduates enter the™, at least 
for limited time periods. 

Table 3 presents the I.E.S.D. projection to 1980 for anployirent in 
Indiana in each o£ the thirteen occupations. 

TABLE 3: PROJECTED 1980 EMPLOYMEOT IN THIRTEEN OCCUPATIONS IN I^a)IANA 



Occupations 



1980 Employment 
Projections 



29 ,499 

Engineers (technical) 5*003 

Scientists (life & physical) ^y.OGZ 

Technicians (non-health) 4,785 

Computer specialists 17,972 

Accountants 9.371 

Personnel & labor relations workers ^'^^^ 

Writers & artists* lo'.lll 

Bank officers & financial managers ^^^^^^ 

Buyers & purchasing agents 15 ',251 

Sales managers & department heads ^^^^^^ 

Sales representatives** Si', 005 

Secretaries & stenographers 54^375 

Foremen 304,235 



Source: 



lSd&?loy..nt security Division. U^iffia:. Inteffi SSSjowE 
. .nau.lfSiaf.rSlilS-and reporter.. p.otosr.p.er. , and puMic 
lti:^Z%Z°JZTnl-s.Us^. and sale, repreaentative. . 

The projections of the I.E.S if\^lXl '^iZ^lTe^^"'"'^ 
listed account for a la^^gt^P-^.P-J^^^^^iSj SlwdSls anplcyed in 
manpower in Indiana. Phese tigures inc u^ „evemment offices, and non- 

pl^Sf SLiSir^^^^ifaf tIose^» in business and industry., 



***** 



.irteS^w^rnS^-^^rr^^^^^^^ 
question are presented m Table 4. 
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Table 4 presents the degree to which the thirteen occupations 
were represented in the companies by type and size of company. The 
only occupations included in fewer than half of the companies were 
writers and artists (36 percent) and scientists (21 percent). 

The type of company (manufacturing or nonmanufacturing) influenced 
the degree to which occupations were represented. Engineers, scientists, 
technicians, accountants, personnel and labor relations workers, buyers 
and purchasing agents,- and foremeil were all found noticeably more 
I frequently in manufacturing firms. Computer specialists, writers and 
artists, and bank officers and financial managers were more frequently 
encountered in the nonmanufacturing sector. The proportions hiring 
sales managers and department heads, sales representatives, and secretaries 
were approximately the same (within five percent) for the two types of 
companies. 

The size of the company was also a major indicator as to whether 
or not an occupation was represented in a company. As might be expected, 
it was generally the case that thie larger the company the more probability 
existed that an occupation would be represented in the company. A number 
of interviewees in the smaller companies indicated that they did not 
directly eraploy people as accountants or computer specialists but found 
it more economical to contract with accounting or data systans firms to 
provide services in these areas . 
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The respondents were then asked if previous job-related full-time 
experience was required for new hires to any of the listed occupations. 
The responses to this question are reported in Table 5. 



TABLE 5: PREVIOUS JOB-REIATED EXPERIENCE REQUIREV FOR NEW HIRES TO 

THE OCCUPATIONS, BY TYPE OF CCMPANY 

Question 2. 



Engineers 



Scientists 



Technicians 



Computer 
specialists 



Accountants 



Personnel & 

labor relations 



Writers & 
artists 



Bank officers & 
financial mgrs. 



Buyers & 

purch. agents 



Sales mgrs. & 
dept. heads 



Sales reps. 



Secretaries 



Foremen 
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Experience 
Required 


Manufacturing 
n 1 


Konmanuf ac t ur ing 
n X 


Total 

n 


X 
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51 
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3 


12.0 


54 
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No 
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70.7 
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72.9 
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No 
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43 
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56 
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25 
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7 
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32 
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No 
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20 
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39 
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No 


92 
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32 
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14 


23.7 


48 
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No 
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42 
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64 
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No 
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75 
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No 
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59 
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100.0 
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Previous job- related experience vas required by more than half of the 
employers for three occupations: sales managers/department heads (69.1 percen 
bank officers/financial managers (56 percent), and foremen (54 percent). These 
then, are not. considered entry- level positions at most companies. The 
occupations for which the lowest proportions of respondents required related 
experience were secretaries (12 percent) and technicians (17 percent). For 
the remainder of the occupations, the proportion of onployers requiring full- 
time experience ranged from twenty to forty percent. 



* * * * * 



The respondents were then asked the educational levels and areas of study 
they preferred for new hires to each of the listed occupations. They were 
asked to use the following guide in answering questions concerning educational 
levels and areas of study. 

Degree Levels 

1. High school diploma or less 

2. Some college, no degree 

3. Associate (two year) degree 

4. Bachelor^ s degree 

5. Maister's degree 

6. Doctorate or /professional degree 

Areas of Study 

Associate Level 

1. Business and commerce technologies 

2. Data processing technologies 

3. Mechanical and engineering technologies 



Bachelor's and Higher 

1. Business/accounting/management 

2. Science (biological ^ physical) 

3 . Engineering/ technology 

4. Liberal arts/ social sciences 

5. Mathematics/computer science 

6. Education 



Table 6 presents the educational levels preferred for new hires in each 
of the thirteen occupations. Only those companies in \^Mch an occupation 
was represented were asked for responses to this question. 



TABLE 6: EDUCATIONAL LEVELS PREFERRED FOR NEW HIRES TO THIRTEEN OCCUPATIONS 
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labor rels. 

Writers & 
artists 

Bank officers & 



Buyers & 

purch. agents 
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Row totals are more than 100 percent due to multiple responses. 



Majorities o£ the respondents indicated for ten o£ thirteen occupations 
that the preferred educational level for new hires /was the bachelor's degree. 
For two exceptions, secretaries and foranen, the largest proportions indicated 
that the high school diplana or less was the preferred educational level. 
Sizable minorities, however, expressed preference for associate or bachelor's 
degrees to these two occupations. For technicians, a niajority preferred the 
associate degree. 

The only occupation to which more than ten percent of the respondents 
Indicated a preference for the. doctorate or professional degree was scientists 
(26 percent). The master's degree isas the preferred level for scientists-of 
38 percent of the respondents and for bank officers and financial managers of* 
29 percent and less than ten percent for all other occupations. 

25 
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The associate degree was the preferred educational level of more than one- 
third of the respondents for computer -specialists, as well as the majority 
already noted as preferring this level for technicians. 

Though the bachelor's degree was the generally preferred educational level 
for most of the listed occupations, it is apparent that there remains a wide 
variability in employers' preferences concerning educational levels for new 
hires to the listed occupations. 

***** 

Table 7 represents the areas of stiidy preferred for new hires to the 
thirteen occupations. Those respondents who indicated educational 
preference at the secondary level were not asked this question. 



TABLE 7 : EDUCATIONAL AREAS OF STUDY PREFERRED FOR NEW HIRES 

TO THIRTEEN OCCUPATIONS 



Question 3. 
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0.7 



15 
7.3 

2 

3.4 

110 
64.7 

5 

3.3 
0 

0.0 

1 

0.4 
7 

7.9 

0 
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16.9 
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82 
53.9 
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14.8 
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98.7 
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16.5 
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0 

0.0 
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2.6 
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3.3 

16 
7.0 

9 

5.9 
1 

0.8 
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191 
93.2 
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22.9 
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2 

0.9 
9 
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6 
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1 

0.7 
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41 
27.0 

1 

0.8 

41 
29.1 



0 

0.0 
0 

0.0 
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1.2 
2 
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1 

0.4 
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33.0 
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70.8 
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1.4 
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11.9 
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4 

3.3 

13 
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0.5 

2 

3.4 
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3 

1.3 
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3.6 

4 
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2 
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8 

5.8 
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0 

0.0 
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Row totals are more than 100 percent due to multiple rep|)onses. 
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For all occupations except foremen a majority of the respondents chose 
one educational area closely related to the type of occupation. For foremen, 
a plurality chose the business/accounting/managonent background with sizable 
minorities expressing preferences for majors in engineering/technology and 
mechanical and engineering technologies. 

The respondents showed varying preferences of field of study for a 
number of other occupations. This was particularly true of the two sales- 
related occupations where significant minorities expressed preferences for 
majors in engineering/technology or the liberal arts/social sciences. One 
third of the respondents also indicated a preference for liberal arts/ 
social science majors working as personnel and labor relations workers. 

***** 

The respondents were asked whether or not they foresaw, over the next 
few years, changes in their educational preferences, either by degree level 
or area of study, for any of the listed occupations. Table 8 presents the 
responses concerning changes foreseen in preferences of educational levels. 



TABLE, S: ANTICIPATED CHANGES IN EDUCATIONAL LEVELS PREFERRED 



Question 4. 





Raise preferred 


No 




Lower preferred 






level 


change 




level 


Occupation 


n 


Z 


n 


X 


n 


Z 


Engineers 


22 


10.7 


181 


88.3 


2 


1.0 


Scientists 


2 


3.4 


54 


93.1 


2 


3.4 


Technicians 


27 


13.8 


166 


85.1 


2 


1.0 


Computer 


16 


9.6 


147 


88.6 


3 


1.8 


specialists 








92.8 




0.8 


Accountants 


15 


6.3 


220 


2 


Personnel & 


25 


10.6 


207 


88.1 


3 


1.3 


labor relations 












2.0 


Writers & 


2 


2.0 


94 


95.9 


2 


artists 














Bank officers & 


9 


6.5 


125 


89.9 


5 


3.6 


financial mgrs. 














Buyers & purch. 


12 


5.4 


205 


91.9 


6 


2.7 


agents 












2.0 


Sales mgrs. & 


22 


8.9 


219 


89.0 


5 


depart, heads 












3.5 


Sales reps- 


17 


9.8 


150 


86.7 


6 


Secretaries 


lA 


5.2 


249 


92.6 


6 


2.2 


Foremen 


28 


11.6 


209 


86.7 


4 


1.7 



Table 8 represents the degree to which the respondents expected that 
their hiring preferences concerning educational levels for new hires would 
increase or decrease over the next few years. The data indicated that, for 
some occupations, many employers will expect to set their educational levels 
of preference at a higher level than is currently the case. These changes 
might be a result of the increasing availability of college graduates seeking 
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jobs which could, in many cases, result in large-scale underenployment o£ 
college-educated people. It could also be based upon technological and 
administrative changes which call for better- educated personnel to function 
effectively. Each of these reasons was^^resented by a number of employers 
who indicated that the educational levels of their new hires would be :iising. 

The specific occupation for v^hich the highest proportion of anployers^ 
anticipated increasing educational level -preferences was that of technicians. 
Fourteen percent of those employing t6chnicians indicated that their preferences 
in this regard would rise in the next few years. Educational levels for foronen, 
engineers, personnel and labor relations workers, sales representatives, and 
computer specialists were also seen to be rising by about ten percent of the 
conroanies who enq)loy people in these occupations. The lowest percentages 
expecting increases were found for writers and artists, scientists, secretaries, 
and buyers and purchasing agents. 

Preferences for educati^ iial levels were not seen to be decreasing by as 
man/ as five percent of the employers for any occupation. The occupations 
for which the highest proportions of respondents anticipated lowering preferred 
educational levels were bank officers and financial managers and scientists. 

The respondents also indicated occupations for which they expected their 
preferences concerning the major field of study of a new hire would be changing. 
Such changes were not anticipated in great number and, where foreseen, they were 
generally moves toward preferences for graduates of business or technical 
programs. 



***** 



The respondents were asked if they anticipated that, over the next few 
years their firm would significantly increase or decrease the overall number 
of people enroloyed in any of the thirteen occupations. It was specified 
that these changes could result from changes in the occupational structure of 
the company and/or overall growth or decline in the company's number of 
employees. The responses to this question are presented in Table 9. 
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TABLE 9: CHANGES IN NUMBERS EMPLOYED, BY TYPE OF CXWPANY 



Question 5. 







Manufacturing 


No nmanu facturing 




Total 


Occupations 


Change 


n 


X 


n 


Z 


n 


% 




TtI T" <> K <> 


5A 


30.9 


7 


26.9 


61 


30.3 




No Change 


116 


66.3 


18 


69.2 


134 


66.7 




Decrease 


5 


2.9 


1 


3.8 


6 


3.0 




Toti.! 


175 


100.0 


26 


100.0 


201 


100.0 


Sclentlstd 




14 


28.0 


1 


12.5 


15 


25.9 






34 


68. .0 


7 


87.5 


41 


70.7 




Decrease 


2 


4.0 


0 


0.0 


2 


3.4 




Total 


50 


100.0 


8 


100.0 


58 


100.0 


Accniixcxciiio 


Tn ^ ^ A 9 OA 


37 


22.6 


6 


21.4 


43 


22.4 




No Phflntyp 


122 


74.4 


21 


75.0 


143 


74.5 




W & C u 0 c 


5 


3.0 


1 


3.6 


6 


3.1 




Total 


164 


100.0 


28 


100.0 


192 


100.0 




Tn ^ ^ A 9 C A 


24 


20. 7 


17 


36.2 


41 


25.2 - 


specialists 


NnPfiAn&p 


88 


75.9 


28 


59.6 


116 


71.2 




Dpctpa QP 


4 


3.4 


2 


4.3 


6 


3.7 






116 


100,0 


47 


100.0 


163 


100.0 


Accountants 


Tn A 9 OA 


30 


17.3 


20 


34.5 


50 


21.6 




Nn fln o p 


139 


80.3 


36 


62.1 


175 


75.8 




DpcTPasp 


4 


2.3 


2 


: 3.4 


6 


2.6 




Total 


173 


100.0 


58 


100.0 


231 


100.0 




Tn^i^PA flp 


27 


15.5 


14 


25.5 


41 


1?.9 


labor relations 


No Change 


*143 


82.2 


39 


70.9 


182 


79.5 




Decrease 


4 


2.3 


2 


3.6 


6 


2.6 




Total 


174 


100.0 


55 


100.0 


229 


100.0 


WTlCeiS at 


Tn**T^PA KP 

XII ^ i. coo c 


10 


16.1 


9 


25.7 


19 


19.6 


artists 


No Change 


50 


80.6 


25 


71.4 


75 


77.3 




Decrease 


2 


3.2 


1 


2.9 


3 


3.1 




Total 


62 


100.0 


35 


100.0 


97 


100.0 




Tn^l^PACP 

J>-I1L> cclot: 


17 


17.9 


12 


28.6 


29 


21.2 


financial mgrs. 


Wn An f»ft 


75 


78.9 


29 


69.0 


104 


75.9 




DpCTPasG 


3 


3.2 


1 


2.4 


4 


2.9 




Total 




100.0 


42 


100.0 


137 


100.0 


Buyers & 


Tw^o^Aa CA 


28 


16.7 


12 


24.0 


40 


18.3 


purch. agents. 


No Chance 


136 


81.0 


36 


72.0 


172 


78.9 




T^P^VPAQP 


4 


2.4 


2 


4.0 


6 


2.8 




Tn^A^ 


168 


100.0 


50 


100.0 


218 


100.0 


Sales mgrs. & 


Tn ^ ^ A 9 C A 


36 


20.1 


15 . 


23.4 


51 


21.0 


dept. heads 


No Change 


139 


77.7 


44 


68.8 


183 


75.3 


DPCTPflBC 


4 


2.2 


5 


7.8 


9 


3.7 




Total 


179 


100.0 


64 


100.0 


243 


100.0 


Sales reps. 


Increase 


29 


23.0 


16 


37.2 


45 


26.6 


No Change 


96 


76.2 


27 


62.8 


123 


72.8 




Decrease 


1 


0.8 


0 


0.0 


1 


0.6 




Total 


126 


100 .0 


43 


100.0 


169 


100.0 


Secretaries 


Increase 


39 


20.2 


18 


26.5 


57 


21.8 




No Change 


149 


77.2 


47 


69.1 


196 


75.1 




Decrease 


5 


2.6 


3 


4.4 


8 


3.1 




Total 


193 


100.0 


68 


100.0 


261 


100.0 


Foremen 


Increase 


51 


25.9 


11 


26.2 


62 


- 25.9 


NoChangc 


142 


72.1 


•28 


66.7 


170 


71.1 




Decrease 


4 


2.0 


3 


7.1 


7 


2.9 




Total 


197 


100.0 


42 


100.0 


239 


100.0 
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The respondents were asked whether the^c^-anticipated an overall increase 
or decrease in the number o£ people hired in their company to each occupation 
over the next few years, or ^^tier they expected the number to reniain 
approximately the same. This question was only asked for occupations 
represented in a respondent's conqjany. 

Very low proportions of the respondents anticipated decreasing numbers 
en5)loyed over the next few years for each of the listed occupations. No more 
than nine companies expected the number employed to any occupation to decrease 
over the next few years. Many, however, noted that this is contingent upon 
the state of the economy. If business did not inprove, decreases in numbers 
employed might becane necessaiy. 

The occupations vdiich received the highest percentages of respondents 
anticipating increases in numbers esnployed were engineers, sales representatives, 
foremen, and scientists, while the lowest percentages of increase were found for 
personnel and labor relations workers, and buyers/purchasing agents. 

A higher percentage of respondents from manufacturing than from non- 
mamifacturing companies anticipated en5)loying increased number of scientists, 
-^jprdximately equal percentages (within five percent) anticipated increasing 
numbers of engineers, technicians, sales manager s/department heads and foremen. 
For the other eight occupations, higher percentages of manufacturing conqiany 
respondents expected to increase the number of people employed. 



* A A A * 



The respondents were asked vdiether they were able to locate and hire 
educationally qualified people to fill all of their positions for the listed 
occupations. This question was subject to^a degree of interpretation since 
the availability of ''educationally qualified" people could refer to the number 
of graduates located or to the employer's estimate of how well the educational 
system produces qualified individuals. The ability to hire could also be 
affected by the location, pay scale, or other company variables not directly 
related to the number of college graduates seeking en5)loyment. The responses 
to this question are presented in Table 10. 
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BY TYPE OF CCMPANY 

Question 6. 



Occupation • 


Able to 
Locate 
& Hire 


Manufacturing 
n Z 


Nonznanufacturlng 
n X 


Total 
n Z 


Engineers 


Yes 


137 


76*5 


23 


88*5 


160 


78*0 




No 


42 


23*5 


3 


11*5 


45 


22e0 


SclentlstH 


Yos 


41 


85*4 


8 


100*0 


49 


87.5 




No 


7 


14*6 


0 


0*0 


7 


12.5 


Technicians 


Yes 


145 


86*8 


27 


96*4 


172 


88.2 




No 


22 


13*2 


1 


3*6 


23 


11.8 


Computer 


Yes 


103 


88*0 


44 


93*6 


147 


89.6 


specialists 


No 


14 


12*0 


3 


6*4 


17 


10.4 


Accountants 


Yes 


160 


90*9 


57 


96*6 


217 


92.3 




No 


16 


9*1 


2 


3*4 


18 


7.7 


Personnel & 


Yes 


160 


90*9 


52 


94.5 


212 


91.8 


labor relations 


No 


16 


9*1 


3 


5*5 


19 


8.2 


Writers & 


Yes 


57 


90*5 


34 


97* 1 


91 


92.9 


artists 


No 


6 


9*5 


1 


2*9 


7 


7.1 


Bank officers & 


Yes 


87 


90*6 


39 


95* 1 


126 


92.0 


financial mgrs. 


No 


9 


9*4 


2 


4.9 


11 


8.0 


Buyers & 


Yes 


159 


92*4 


49 


98*0 


208 


93.7 


purch* agents* 


No 


13 


7*6 


1 


2*0 


14 


6.3 


Sales mgrs. & 


Yes 


165 


92*2 


58 


92* 1 


223 


92.1 


dept* heads 


No 


14 


7*8 


5 


7*9 


19 


7.9 


Sales reps* 


Yes 


114 


89*8 


41 


95*3 


155 


91.2 




No 


13 


10*2 


2 


4*7 


15 


8.8 


Secretaries 


Yes 


177 


90*8 


63 


92*6 


240 


91.3 




No 


18 


9*2 , 


5 


7*4 


23 


8.7 


Foremen 


Yes 


168 


85*3 


40 


95*2 


208 


87.0 




No 


29 


14*7 


2 


4*8 


31 


13.0 



Table 10 represents the respondents' ability to locate and hire 
educationally qualified people to each o£ the listed occupations. For all 
occupations save that of engineer, 87 percent or more of the respondents 
did not have difficulty locating and hiring personnel. For most occupations 
fewer than ten percent reported such difficulty. Taking into account the 
fact that some companies might have problems in locating and hiring college 
graduates because of isolated locations, low pay scales, or unattractiT)'e 
working conditions, it would appear that, in general, Indiana's businesses 
and industries have not had a difficult time in employing qualified college 
graduates as new hires. The occupation of engineer was the only one for 
which a sizable number of respondents (22 percent) reported problems in this 
regard. 

***** 
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COLLEGE GRADUATES AS PERCENTAGE OF TOTAL EMPLOYEES 



The respondents were asked to estimate the percentage of their cuirent 
employees who had received bachelor's or higher college degrees • Their 
responses are presented in Table 11 ♦ 



TABLE 11: ESTIMATED PERCENTAGE OF EMPLOYEES WHO ARE COLLEGE GRADUATES, 

BY TYPE OF CCMPANY 



Question 8, 





Manufacturing 


. Nonmanuf acturing 


Total 


Percent 


n 


% 


n 


% 


n 


% 


0-5 


97 


48.5 


21 


28.8 


118 


43.2 


6-10 


55 


27.5 


14 


19.2 


69 


25.3 


11-20 


31 


15.5 


24 


32.9 


55 


20 .1 


21-40 


13 


6.5 


11 


15.1 


24 


8.8 


More than 40 


4 


2.0 


3 


4.1 


7 


2.6 



X^=19. 69316 df=4 p=.0006* 



More than forty percent of the respondents indicated that the percentage 
of college graduates in their company was four percent or lower. Nonmanuf acturing 
firms appeared to employ significantly lower percentages of college graduates than 
manufacturing firms. 

A A A * * 

The interviewees were then asked to estimate vfcether they thought the 
percentage of college graduates in their companies would increase, stay the 
same, or decrease over the next few years. The responses to this question 
are contained in Table 12. 



TABLE 12: ANTICIPATED CHANGE IN PERCENTAGE OF EMPLOYEES mO ARE COLLEGE 
GRADUATES, BY TYPE OF CCMPANY 
Question 9. ; 



Change in 


Manufacturing 


Nonmanuf acturing 


Total 


Percentage 


n 


% 


n 


% 


n 


% 


Increase 


114 


57.6 


43 


58.9 


157 


57.9 


No change 


81 


40.9 


27 


37.0 


108 


39.9 


Decrease 


3 


1.5 


3 


4.1 


6 


2.2 



X^=l. 84371 df=2 p=.3978* 



*Where appropriate, chi square values, degrees of freedom, and probability 
levels have been reported as a measure of the significance of differences 
between groups of respondents. 
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Well over half of the respondents estimated that the percentage of their 
total employees viho had received bachelor's degrees or higher would increase 
over the next few years. In general they expressed the view that this increase 
would cone about because of the growth in numbers of college graduates who were 
seeking *eii?)loyment with tham. Some respondents indicated that the increase 
would result from the anticipated expansion in numbers hired to certain 
occupations for which a college degree is required. 

Forty percent of the respondents indicated that there would probably be 
no change in the proportion of their total employees with college degrees, 
and two percent believed this percentage would decrease in the next few years. 
The differences in responses between the representatives of manufacturing and 
nonmanufacturing companies were not significant regarding these estimates. 



* * * * * 
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INFLUENCES OF iJOR « OF STUDY 1 lYP^ {f EKPERlEliCE OPON GENERAL EHPLOyHBILITy 



The interviewees were asked how each of nine major study influence a person's general 
employability with their company. The responses to thi^ (\\[e^%ri are presented in Table 13. 



Question 20, 



TABUE 13 : INFLUENCE OF MR-AREAS $ ^% UPON GENERAL EffLOYABIim, 

BY'TYPEO|^CO^% 



Major Area 
of Study 



A»ioclate uym 

. Business icoiaerce 
technologies 

Data processing 
technologies 

Mech. and engr, 
technologies 

Bachelor's i Higher Deg. 
Business, accouatiag 
or oanage&eac 

Sciences. 

Engineering or 
technology 

liberal arti or 
iodal eciencei 

Xatheaatlei or 
cooputar idanca 



Kanufacturing 

Strong Hild Minor Mild Strong 

?os. Fos. or no Neg. Keg. 

Infl. Infl. lafl. Infl. Infl. 

' : " ; I I ^ I 



26.9 56.3 lU 2,0 0.0 

22.8- 44.7 26,9 3.6 ^.0 

56.6 30.8 10.1 1.0 1.5 

76.5 19.4 3.6 0.5 0.0 

18.7 20.4 42.4 10.1 8.6 
77.7 12.2 8.6 1.0 0.5 

11.7 40.6 36.5 8.1 3.0 

34.8 39.4 22.7 2.5 0.5 
4.0 27.8 49,0 12.1 7.1 



Strops yS^^ Hinof Kilii Strong 
Pes. I'f;; or r.0 . H- ' 
lafl/ ' Ml Ii^l. Infl. 



^^'2 lU 2.7 0.0 
33.^ f5 20.8 U 2.8 
20.f 42.5 M 6.8 



76.y f8 4. J 0.0 1.4 



13./ i'^ 56.2 
32.^ 37.0 



6.8 4,1 



12.f P lU 5.5 4.1 



53.f f'y 12.3 1,4 



4,^ l>^'^ 37.0 8.2 6.« 



Total 

Strong Kild luwr Mild Strong 

Pos. ?os. or no Seg, Seg. 

Infl. "infl. Infl. Infl. Ml. 

^ I . X ,. I X I 



26.3 56.3 15.2 2.2 0.0 

35.7 43.1 25.3 3.7 2.2 

46.9 28.8 :a8.8 2.6 3.0 

76.6 19.0 3.7 0.4 0.4 

17.3 19.2 46.1 9.2 8.1 

65.6 14.1 16.3 2.6 1,5 



U.9 43.3 



39.9 36.5 



34.1 7.4 3.3 



• 19.9 3.0 0.7 



4.1 32.1 45.8 11.1 7.0 



Two major areas of study at the baccalaureate or higher level (business/ 
accounting/nianagement and engineering/ technology) wsre indicated as having a 
strong positive influence on more than 65 percent of the respondents. No other 
major area had a strong positive influence upon as many as fifty percent of the 
interviewees. The business/accounting/management degree was noted as having 
a strong positive influence upon 77 percent of both manufacturing and non- 
manufacturing company respondents, while for the engineering/ technology major 
the manufacturing companies were much more positively influenced than the 
nonmanufacturing (78 percent to 33 percent respectively) . 

Bachelor ^s or higher degrees in mathematics or conpiter science had a 
strong positive or mild positive influence upon 76 percent of the respondents. 
These degrees had a more posj.tive influence upon nonmanufacturing than 
manufacturing companies . 

All three associate degree areas of study had a strong or mild positive 
ir^luence upon more than two -thirds of the respondents (business and commerce 
technologies = 83 percent, mechanical and engineering technologies = 76 percent, 
data processing technologies = 69 percent). Recipients of associate degrees 
in the mechanical and engineering technologies were primarily attractive to 
respondents = f ran manufacturing companies . 



Of the three remaining degree fields ,^*the liberal arts/social sciences 
had a mild or strong positive influerice upon 55 percent of the respondents, 
while for the sciences this figure was 37 percent and for education 36 percent. 
These three were the only fields for which more than ten percent of the inter- 
viewees stated that such a degree would have a mild or strong negative 
influence upon a person's general eraployability. 
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The respondents were asked how each of nine different types of experience 
would influence a person's general employability with their company. The' 
responses to this question are presented in Table 14. 



TilBLE 14: INFIDENCE OF lYPES OF EXPERIENCE UPON GEIKAL EMPMABILITY, 

BYimOFCOMPM 



Question 21. 













Hanufacturlng 






NQoaanufacturlng 






Total 










Strong Mild 
Fos. Fos. 
Infl. Infl. 


Minor 
or no 
Infl. 


Hlld 
Neg. 
Infl. 


Strong 

Neg. 

Infl. 


Strong 

Fob 

Infl. 


Mild 
Fob. 
Infl. 


Minor 
or no 
Infl. 


Mild 
Neg. 
Infl. 


Strong 

Neg. 

Infl. 


Strong Hild 
Fos. Fos. 
Inf]. Infl. 


Xlnor 
or no 
Infl. 


Hlld 
Neg, 
Infl. 


Strong 

Neg. 

Infl. 


Experience 


I 


I 


I 


I 


Z 


: 




t 


I 


I ■ 


t 


I 


I 


X 


I 


FuU-tiae job at coll 
sot related to eiipl^ 


30.3 


51.2 


17.4 


0.0 


1.0 


27.4: 


■ 

53.4 


17.8 


1.4 


0.0 


29.6 


51.8 


17.5 


0.4 


0.7 


Suaoer Job'telated to 
prospective eDploynen 


60.2 


39.3 


0.5 


0.0 


0.0 


49.3 


47.9 


2.7 


0.0 


0.0 


57.3 


41,6 


1.1 


0.0 


0.0 


Officer In the nllitary 


17.5 


41.0 


37.5 


2.0 


2.0 


16.4 


45.2 


32.9 


4.1 


1.4 


17.2 


42.1* 


36.3 


2.6 


1.8 


Misted person in 
the nlUtary 


8.5 


34.3 


53.7 


2.5 


1.0 


1.4 


41.1 


56.2 


0.0 


. 1.4 


6.6 


36,1 


54.4 


1.8 


1.1 


Year of fuU-tlne vork 
between yrs. of coll. 
not related to enpl. 


10.1 


43.? 






0.0 


5.5 








0,0 


8.8 ' 


45.6 


44.1 


1.5 


0.0 


Part-tine Job at coll. 
not related to enpl. 


lU 


47.8 


39.8 


1.0 


0.0 


5.5 


52,1 


41.1 


1.4 


0.0 


9.9 


43.9 


40.1 


U 


0.0 


A year of travel 


2.5 


15.9 


63.7 


15.4 


2.5 


1.4 


11.0 


75.3 


6.8 


5.5 


2.2 


m 


66.8 


13.1 


3.3 


Peace Corps or Vista 
eiperlence 


5.5 


3B.0 


45.5 


10.5 


0.5 


6.8 


34.2 


50.7 


6.8 


1.4 


5.9 


37.0 


46.9 


9.5 


0.7 


Volunteer job related 
to prospective enpl. 


39.1 


49.7 


10.2 


0.0 


' 1.0 


30.4 


60.9 


5.8 


1.4 


1.4 


36.6 


52.6 


9.0 


0.4 


1.1 



The only type of experience which had a strong positive influence upon 
mote than half of the respondents was a summer job related to the prospective 
employment. This was, by far, the most highly regarded form of experience 
among those listed. 

More than one- third of the respondents regarded a volunteer job related 
to the prospective employment as a highly positive influence, and an additional 
53 percent viewed it as a mild positive influence, making this the second -most 
highly valued of the experiences listed. It would appear that the fact that 
both of these types of experience were related to the prospective employment 
was the major factor in detemining their high ratings, A number of 
interviewees commented that if a person had worked in a related area he had a 
better perspective of the occupation and a better idea of whether or not he 
wanted to continue in it. 

Some other types of work experience had a mild or strong positive influence 
upon more than half of the respondents. These were a full-time job during 
college not related to prospective employment, a part-time job during college 
not related to prospective employment, and a year or more of full-time work 
experience between years of college not related to prospective employment. 

Experience as an officer in the military had a strong or mild positive 
influence upon 59 percent of the respondents. Some commented that such a person 
would be better able to assume a position of leadership in the company, lliis 
was borne out by the fact that enlisted status in the military had a positive 
influence upon only 43 percent of the respondents. 

Peace Corps or Vista experience was also viewed positively by 43 percent 
of the interviewees. The experience which elicited the lowest percentage of 
strong or mild positive reactions was that of a year of travel (17 percent). 
These latter two types of experience were also the only ones among those 
listed to which ten percent or more of the respondents expressed mild or 
strong negative reactions. 



it it it it :k 
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EMPLOYABILITY OF LIBERAL ARTS. SOCIAL SCIENCE. AND EDUCATION MAJORS 



It might be something of a truism to state that"" students who have majored;,, 
•^in fields such as the liberal arts, social sciences, and education „are at a 
disadvantage in seeking employment with business and industry because their 
education rarely is directly related to the type of work they will be performing.-- 
However, it is possible that by adding a number of potentially job-related 
courses, these students can become more employable. The respondents were asked 
whetJier a liberal arts, social science, or education graduate would have more 
change of obtaining a job with their cmpany if he had taken some college 
courses of a business or technical nature. 



TABLE 15: EMPLOYABILITY OF LIBERAL ARTS, SOCIAL SCIENCE, OR EDUCATION 
xMAJORS WITH COURSES OF BUSINESS OR TECHNICAL NATURE, BY TYPE 
Question 10. OF COMPANY . 



Chance for 


Manufacturing 


Nonmanufacturing 


Total 


Employment 


n 


% 


n 


% 


n % 


Improved 


167 


86.1 


49 


68.1 


216 .81.2 


Not improved 


27 


. 13.9 


23 


31.9 


50 18.8 



XMO.0300 df=l p=.0020 



Eighty-one percent of the respondents replied that a graduate with a degree, 
in the liberal arts, social sciences, or education fields wuld have more chance , 
of obtaining a job with their company if he had scxne college courses of a 
business or technical nature. A number added that, though the person's enploy- 
ability would be improved, it was still improbable that he would be offered a 
position. It appears from the data that business or technical coursework is 
more effective in contributing to the enployability of people with generalist 
degrees in manufacturing than in nonmanufacturing companies. 

Those who answered affirmatively were then asked the types of skills 
which would be most helpful in obtaining employment for individuals with such 
a degree. Only those skills named by three or more respondents are reported 
below. A number of respondents identified general skills which might help 
these graduates increase their oonployability. 



General Skills 


Frequency Mentioned 


Basic or General Business 


42 


General technical or mechanical 


32 


Communication (written, verbal) 


17 


Human relations 


11 


Public speaking 


6 



40 



Many respondents felt that by acquiring very general skills or loiowledge 
■] of business matters or^ technical or mechanical subjects, graduates of liberal 
arts, social science, and education programs could become more employable with 
their companies. A number of others indicated that graduates in ttese fields 
might be more employable if they had developed general skills in the art of 
comniunication or in human relations, which some defined as the ability to get 
along with others in working situations. Six respondents felt that public 
speaking would be a valuable skill for a graduate from a generalist area. 

Most respondents did not indicate specific skills which could make the 
liberal arts, social science, or education graduate more employable, but 
named academic coursework which might be of value to them in seeking enq)loyment. 



Academic Area - Related Skills Frequency Mentioned 



Business/Accpunting/Managonent - Related 

Accounting 94 

Business admin, or managanent 38 

Marketing or sales 30 

Personnel and labor relations 21 

Industrial psych, and supervision 20 

Finance 17 

Purchasing 5 

Business and labor law 5 

Engineering/Technology - Related 

Engineering (or engr. technology) 31 

Production control systems 4 

Electronics 3 

Metallurgy 3 

Other Academic Area - Related 

Math and/or statistics 26 

Economics 24 

Psychology 17 

Computer science 16 

Sciences (general) 7 

Chemistry 7 

Physical sciences 4 

Physics 3 



It appears that most of the respondents felt that a graduate with a 
liberal arts, social science, or education degree could best enhance his 
employability through college coursework by gaining at least some proficiency 
in business-related areas. Nearly rialf of those who responded to this 
question thought that accounting would be a valuable ski^l to acquire. Many 
also indicated that knowledge of business administration and management, 
marketing or sales, personnel and labor relations, and finance would also 
make ixxch applicants more employable. 
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Thirty-one respondents indicated that some coursework in engineering or 
engineering technology might make such graduates more employable, A number 
also expressed the view that they might be aided in seeking anployment with 
knowlalge of production control, electronics, or metallurgy. 

In general academic areas, many potential en^loyers felt that liberal 
arts, social science, or education majors would be more employable with 
coursework in mathanatics or statistics. Economics was viewed by many as 
providing an understanding of the business world, vfliile numerous others felt 
that academic work in psychology would aid the graduate in developing human 
relations skills. Knowledge of computer science was also seen as a valuable 
addition to the employability of these graduates, and a number irjdicated that 
academic work in science would be of value to than. 



Other Technical or Office Skills Frequency Mentioned 



A number of specific technical or office skills were mentioned by the 
respoi^ents as contributing to the employability of liberal arts, social 
science, and education graduates. In most cases these skills would 
probably aid in obtaining positions of underemployment -^or the graduates. 



Typing 

Office machine operation 
COTiputer technology 
Office management 
Machinist 



5 
3 
3 
3 
3 
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UNDEREMPLOYMENT 



Current projections of the Bureau of Labor Statistics^ indicate that we 
have entered, or will soon enter, a situa:tion in which there will be more 
college graduates than positions available which are generally considered 
appropriate for a college -educated person. The BLS claims that graduates 
will not be unemployed in great numbers, but that many will face situations 
of underemployment. The contention that underemployment has already become 
a m^jor problem for recent college graduates has been supported in several 
recent articles . ^ 

Employers' views toward underemployment are not yet widely known. The 
interview respondents were asked whether they thought a person should start 
out in a job where he or she was underemployed in order to demonstrate 
promotability. The teim "underemployed^' was defined as "working at levels 
below education and/or experience would indicate." Table 16 presents the 
responses to this question. 



TABLE 16: /MSABILITY OF PERSON STARTING AT AN UNDEREMPLOYED POSITION, 

BY SIZE OF COMPANY 
Question 11. ^_ 





100- 


-249 


250-490 


Size of Company 
500-999 


1000 + 


Total 


Advice 


n 


% 


n % 


n % 


n % 


n % 


Should accept 
underemployment 


34 


44.2 


27 35.1 


10 16.7 


15 33.3 


86 33.2 


Should not accept 
underemployment 


43 


55.8 


50 64.9 


50 83.3 


30 66.7 


173 66.8 



X^=11.683 df=3 p=.0090 



Two- thirds of the respondents did not feel that it was a good idea to 
accept a position of underemployment. They indicated with overwhelining 
frequency that such a situation led to the individual's beccming bored, 
frustrated, discontented, remaining unchallenged, or losing interest. Some 
indicated hesitancy to see a person underutilized while others commented 
that underemployment could be demeaning or degrading to the individual. 



1. U.S. Department of Labor, Bureau of Labor Statistics, Occupational 
Manpower and Training Needs , Bulletin 1824, Washington, B.C., U.S. 

^ Government Printing Office, 1974. 

2. " O'Toole, James, ''The Reserve Army of the Underemployed," Change , 

(1-May, 1975:pp. 26-33, 63) (2'-June, 1975:pp.26'-33, 60-63). 
Freeman, Richard, "Overinvestment in College Training," Journal of 
Human Resources , (Summer, 1975, pp. 287-31 1) . 
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One third of the respondents thought that an individual should accept a 
position of underemployment in order to danonstrate promotability . This view 
was most commonly held in the.smallest size range of company, vdiere an individual, 
by vorking hard, might have the most opportunity f. to attract the atention of those 
who could influence promotion. 

Many, of those who recommended that an individual accept a position of under- 
employment noted that it would provide them with background and experience, and 
that it would give them the opportunity to. learn about the company and its 
operations. Some indicated that, regardless of the position, good workers were 
noticed. Others commented that in times of a tight job market, it was of value 
just to get one's foot in the door. 



is is is is is 



The respondents were asked their estimates concerning the percentage of 
. annual new employees who were in a situation of underemployment in their 
company. 



TABLE 17: IfERCEOT OF A^MJAL mi EMPLOYEES WHO ARE UNDEREMPLOYED, 

BY TYPE OF COMPANY 



Question 12. 



Percent 
Underemployed 


Manufacturing 
n % 


Nonmanuf acturing 
n % 


Total 
n 


% 


0-10 Percent 


149 


81.4 


53 


75.7 


202 


79.8 


11-25 Percent 


19 


10.4 


7 


10.0 


26 


10.3 


26-50 Percent 


6 


3.3 


6 


8.6 


12 


4.7 


51-75 Percent 


5 


2.7 


1 


1.4 


6 


2.4 


76-100 Percent 


4 


2.2 


3 


4.3 


7 


2.8 



X^=4. 37394 df=4 p=.3578 



Eighty percent of the respondents estiinated that ten percent or fewer of 
their company's annual new hires were in underemployed situations and an 
additional ten percent estimated underemployment to range from eleven to 25 
percent of new hires. Few companies placed this estimate at higher than 25 
percent. A number of respondents expressed hesitancy toward answering this 
question or said that they simply had no idea as to the number of underemployed 
personnel with their company. 



The respondents were asked vMch of four educational backgrounds (high 
school diploma, some college/no degree, associate degree, bachelor's degree) 
would be mo^t duXAabZz for a position which KzquAJiQxL no more than a high 
school diploma, assuming that all would work for the same salary. Table 18 
represents the responses to this question. 



TABLE 18: DESIRED EDUCATIONAL BACKGROUND FOR A POSITION REQUIRING ONLY A HIGH 

DIPLCMA, BY SIZE OF CCMPANY 



Question 13. 











Size 


of Company 








100- 


-249 


250- 


■499 


500-999 


1,000 -f 


Total 


Educational 














n % 


Background 


n 


% 


n 


% 


n % 


n % 


H.S. diploma 


32 


42.7 


32 


45.1 


34 54.0 


21 45.7 


119 46.7 


Some coll. /no degree 


19 


25.3 


23 


32.4 


17 27.0 


13 28.3 


72 28.2 


Associate degree 


13 


17.3 


8 


11.3 


7 11.1 


5 10.9 


33 12.9 


Bachelor's degree 


11 


14.7 


8 


11.3 


5 7.9 


7 15.2 


31 12.2 



X^=5. 01890 df=9 p=.8327 



Nearly half of the respondents indicated that they wuld prefer the person 
with no more than a high school diploma for a job requiring the diploma. Many 
of these indicated that such a person would be the most satisfied in that type 
of position. They felt that the high school graduate would be challenged, and 
because he would be« happier in the position the company wuld experience less 
turnover. A number of respondents qualified this answer by indicating that 
the high school diploma would be most preferable only if there was little 
opportunity for promotion attached to the job. 

Twenty-eight percent of the respondents indicated that the most desirable 
educational level for a position requiring a high school diploma vrould be some 
college but no degree completed. Many felt that the person who had this 
background would be better educated than the high school graduate, but not 
underanployed. It was also stated by a number of respondents that such a 
person, in beginning a college. education, had shown ambition or motivation, 
which might indicate that they would be a good employee. 

Thirteen percent of the respondents considered the associate degree to 
be the best background for a position requiring a high school diploma. The 
primary reason for choosing this background was the belief that this person 
would be more promotable than the high school graduate, without being over- 
educated for the position. 

Promotability also was the major concern of the twelve percent of the 
respondents who indicated that they would prefer a bachelor's degree recipient 
for a position requiring a high school diploma. Some felt that completion of 
the bachelor's degree indicated learning capabilities which could make a 
person more productive than those with lesser levels of education. 
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It ivas hypothesized that the size of the company might strongly influence 
responses to this question. This was not found to be the case as the size 
categories did not differ significantly from one another in their responses. 
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The respondents were then asked whether they would pKzioA to hire a master's 
degree r,ecipient or a bachelor's degree recipient (or l^4^ether the degree would 
make no difference) for a job opening KzqiuAing a bachelor's degree. Their 
responses are reported in Table 19. 



TABLE 19: PREFERENCE FOR BACHELOR'S OR MASTER'S DEGREE RECIPIENT FOR JOB 
REQUIRING BACHELOR'S DEGREE, BY SIZE OF CCMPANY 



Qu estion 14. 









Size 


of Company 








100-249 


250-499 


500-999 


1000 + 


Total 


Preference 


n 


% 


n % 


n % 


n % 


n % 


Bachelor ' s 


22 


27.8 


28 36.8 


27 41.5 


21 42.8 


98 36.4 


No difference 


39 


49.4 


32 42.1 


27 41.5 


17 34.7 


115 42.8 


Master's 


18 


22.8 


16 21.1 


11 16.9 


11 22.4 


56 20.8 



XM. 88960 df=6 p=.5580 



Forty- three percent of the respondents indicated that at this level the 

degree would not make a difference. The most frequent comment was that they 

would evaluate the individual's qualifications without concern for the degree, 
as long as the requir orients of a bachelor's degree was met. 

Thirty-six percent of the respondents stated that they would show 
preference to the bachelor's degree recipient in this situation. It was 
generally agreed by these people that the individual with the higher degree 
would not be satisfied in such a position. The 21 percent who chose the 
master's recipient generally felt such a person would be more promotable or 
a more productive employee. 
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Though in many cases, employers appeared to prefer hiring individuals 
with higher than minimum educational requirements to do a job, it was not 
known how willing they were to pay higher salaries to college graduates 
than to high school graduates , The interviewees were asked how frequently 
they were willing to pay more to a college graduate for doing the same type 
of work as a high school graduate. Table 20 represents the responses to 
this question. 

TABLE 20: WILLINGNESS TO PAY MORE TO A COLLEGE GRADUATE, BY SIZE OF COMPANY 
Question 15, 



Size of Company 





100-249 


250-499 


500-999 


1000 + 


Total 


Extent of 




















Willingness 


n 


% 


n 


% 


n 


% 


n 


% 


n % 


Always 


3 


3.8 


1 


1.3 


1 


1.5 


5 


10.4 


10 3.7 


Often 


9 


11.4 


9 


11.8 


4 


6.1 




, 6.3 


25 9.3 


Sometimes 


18 


22.8 


25 


32.9 


19 


28.8 


8 


16.7 


70 26.0 


Rarely 


26 


32.9 


18 


23.7 


25 


37.9 


12 


25.0 


81 30.1 


Never 


23 


29.1 


23 


30.3 


17 


25.8 


20 


41.7 


83 30.9 


X^=18. 91654 


df=l^ 


p=. 0906 















Thirteen percent of the respondents indicated that they always or often 
were willing to pay more to a college graduate for doing tl^ same type of work 
as a high school graduate. Twenty-six percent said they were sanetimes vrilling 
to do so, and 61 percent of the respondents said that they rarely or never did 
so. A number of respondents indicated that they believed such a procedure 
would be illegal in that it would be a form o£ discrimination. Union contracts 
also were indicated as influencing many answers by limiting salary flexibility. 

The implication of this reponse is that though many employers may prefer 
to hire beyond the minimum educational requironfient for a position, they are 
not usually willing or able to pay extra for better educated people. The 
college degree is not iinnediately translated to mean higher salary for the 
individual but generally has this meaning only when the degree recipient is 
able to obtain a job at a higher level of duty or responsibility which calls 
for his educational background. College graduates who, for one reason or 
another, are induced to accept positions considered below that which their 
education would indicate, are considered underemployed and do not usually 
receive higher salaries than those with lower educational attainment. 

* A tit 



The entire issue of underemployment involves a great deal of subjectivity. 
It was found that the interview respondents were generally opposed to under - 
en^Dloyment and that they would recommend to an individual that he not accept 
such a position, viewing it as bad for the person and bad for the hiring 
con5)3ny. However, though the respondents agreed id.th the definition of 
underemployment presented to them, they differed in its interpretation. 
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These differences sometimes involved the organizatio^l 5'tl^^^t:u^e of the 
cc»i5)any. For example, if the lines of promotion were vir^i^allX closed beyond 
a certain point, then a person accepting underaiiployment fiU^^ ^iiid nO 
opportioiity to advance and would either bear a frustratii^^ si^^^^tion or soon 
leave the ccmpaxiy. On the other hand, if promotion was a. pos^^Mlity, there 
was more tendency to recommend underemployment as a means (^i l^^rning about 
the company and proving oneself to be a competent employe^, ^^eronployment, 
then, is viewed not only as the relationship between a job ^ f^ucatlon or 
experience, but also takes into account the period of tim^ it expected that 
the individual will hold that job before the opportunity ^c^r Promotion arises. . 

This factor of promotability appears to be the major ..:^ect^^ influencing 
the hiring preferences of employers, as depicted in Table 1-8 ^ Table 19, 
and explains what might otherwise be viewed as a discrepa;^(?y the respondents • 
preferences. Though two- thirds of them appeared to be ag^wis* "the principle o£ 
underemployment, more than half of them would prefer a pe^foti ^th at least 
some postsecondary level education for a job requiring a jfii-gb ^^ool diploma, 
and only about one third distinctly preferred a person wi-tl^ riO ii\ore tJian a 
bachelor's degree for a job with that level as a minimum :f^i^%eiit. Under- 
employment was a concern of the respondents, but wiiere pr<Pit*ot^^^ might be a 
factor many of them preferred, or at least were open to CiPi^i^^^iJig equally, 
a person with a higher level of educational attainment. 

In the preceding discussion on underemployment it v/a^ ^O*^ that 
pranotability was viewed as a determinant in considering ^b^et^^^ or not a 
person was underemployed. The actual relationship between p^c^^^^ion and 
education was also studied. The respondents were asked f Jj^^^^i^tly 
an employee's educational background is taken into account he is 
considered for promotion to managerial or professional lev^^ls ocorpation. . 
Their responses are presented in Table 21. 

TABI£ 21: CONSIDERATION OF EDUCATIONAL BACKGROUND FOR PRQ^l<3I^» BY SIZE OF COMPANY 
Question 16. 









Size of Company 




100- 


-249 


250-499 


500-999 


Frequency 










n % 


Considered 


n 


% 


n 


% 


Always 


30 


37.5 


34 


44.2 


35 53.8 


Often 


18 


22.5 


25 


32.5 - 


19 29.2 


Sometimes 


18 


22.5 


7 


9.1 


7 10.8 


Rarely 


8 


10.0 


9 


11.7 


3 4.6 


Never 


6 


7.5 


2 


2.6 


1 1.5 



l,00o + Total 



10 

1 





n 


% 


57.1 


127 


46.9 


20.4 


72 


26.6 


14.3 


39 


14.4 


6.1 


23 


8.5 


_liO_ 


10 


3.7 



X^=18. 71886 df=12 p=.0955 
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Nearly half of the respondents indicated that they always considered the ; 
educational background of an individual when considering him/her for promotion 
to a professional or managerial level position, and an additional 27 percent 
stated that this was often a consideration. When asked to estimate tiie 
importance of educational background in promotional consideration, twenty- 
three percent of the respondents indicated that, when educational background 
was taken into account, it was a very important factor. Sixty-one percent 
stated that it was an important factor while only sixteen percent considered 
it, to be a minor factor. 

Based upon these responses, it would appear that educational background 
—ds generally considered an important factor in promotion to professional or 

managerial positions. This supports the view that, though an individual with 
^ a college education may start out in a position which does not require a 

college degree, he is more likely to be considered for promotion to a higher 

position within a reasonable period of time. 

Instead of immediately occupying positions of professional or managerial 
natures, many college graduates may have to experience a period of time in 
which they will consider themselves underemployed, but as they learn about 
the company and prove themselves on-the-job, they can anticipate advancement. 
As a result, assessment of underemployment and follow-iq) studies of graduates 
might be more meaningful if undertaken a full year or two after an individual 
has left a postsecondary institution. 
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VIEWS TOWARD THE PREPARATION OF COLLEGE STUDENTS FOR EMPLOYMENT 



When asked for suggestions concerning ways that colleges and universities 
can improve the manner in which they prepare students to meet the needs of 
employers, the interviewees offered a wide variety of responses. Many of these 
suggestions were actual problem- solving techniques, such as the establishment 
of cooperative pi-ograjns, while others were the identification of a problem 
without a specific suggestion for solution, such as the need for students to 
be made more work- oriented. It should also be noted that a sizable number 
of respondents expressed the view that higher education vfas doing a good job 
of preparing students for anployment. 

Many respondents were of the opinion that students are not getting adequate 
work experience and that they do not have sufficient understanding of business 
and industry. 



Suggestion Frequency; Mentioned 



Increase support for cooperative programs, work-study 


59 


programs, and internship programs. 




Encourage students to get work experience or practical 


26 


experience. 




Provide students with a better understanding of 


13 


business and industry. 




Make students more work- oriented. 


8 


Expose students to the business -industry environment. 


5 



There appeared to be a commonly held view that many students complete 
academic programs, even in such fields as engineering and business, without 
having had adequate exposure to the world of work. They noted that students 
acquired little understanding of the nature of business- industry and were not 
work- oriented, and the respondents believed that actual work experience would 
help alleviate this problem. In this regard, the support for programs such 
as cooperative programs, work- study programs, and internship type programs 
was overwhelming. Fifty-nine respondents specifically mentioned programs of 
r.his nature as being of great value, and an additional 26 respondents 
suggested that students be encouraged to get practical work experience. 

Many respondents felt that communication between higher education and 
business-industry is inadequate. 
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Suggestion Frequency Mentioned 

Have representatives of business and industry 20 
teach or speak in the classroom. 

See. that teachers have more knowledge of business 16 
and industry. 

More communication between business and industry 10 
is needed. 



Ten respondents noted the general observation that there is a need for 
more communication between business/ industry and education without offering 
specific suggestions for enhancing canmunication. Twenty respondents suggested 
that representatives of business and industry should be invited to teach or 
speak in the classroom to tell students about the realities of business and 
work. These suggestions ranged from inviting an occasional guest speaker to 
classroom or seminar sessions to actual employment of representatives of 
business and industry on a year's basis as teachers. 

Sixteen respondents felt that it would be of great value if teachers had 
more knowledge of business and industry. Even those teaching in the area of 
business, they felt, had good academic knowledge but had, in many cases, lost 
touch with what was actually happening. A, number of respondents suggested that 
faculty members should spend more time talking with respresentatives of business 
and industry, while some respondents felt that business professors in particular 
should, on occasion, spend periods of time working for a private company. 

A number of respondents offered suggestions which might relate to the 
actual or potential functions of career counselors or placement officers at 
the college5-and universities. 

Suggestion Frequency Mentioned 



Help students develop more realistic expectations 17 
concerning potential job levels and salaries. 

Offer better career counseling and placement services. 13 

Students should be prepared in interviewing for jobs. 10 

Offer career counseling early in a student's academic 6 
program. 

Study manpower requiranents for counseling and program 6 
planning. 

Provide special recruiting and counseling for minority 6 
group students and fanales. 

Offer career planning courses. 3 
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Many respondents were of the opinion that career counseling and placement 
activities could help in preparing students for enployraent. A large number 
felt that students* lack of information concerning labor market demands, the 
types of employment they could expect, and methods of seeking employment worked 
againfit them. 

It was particularly evident that many employers were upset about the fact 
that college- educated applicants appeared to expect to enter immediately into 
high salary positions with high levels of responsibility. They felt that too 
many recent graduates wanted to "walk in and run" the conqpany," and they held 
the colleges and universities somewhat responsible for tJiis delusion. It was 
suggested by some CTq)loyers that career counselors, placement officers, and 
faculty members unintentionally mislead students idien they discuss potential 
en5)loyment levels and salaries with them, and they felt that students should 
be given more realistic expectations . 

A sizable number of respondents also claimed that college students needed 

instruction in the process of interviewing for jobs. Many recent graduates, 
they claimed, were unaware of the type of dress, speech, or attitudes most 
conducive to gaining employment through the interview process. 

Sme respondents suggested that career counseling should begin early in 
a student *s career, at a time when he is able to restructure his academic 
program to prepare for a desired type of employment Others noted that career 
plaiming courses should be offered whereby students could learn of the types 
of jobs available and how to prepare for them. Six respondents also expressed 
the suggestion that special counseling and recruiting opportunities should be 
available for fennales and minority group students. 

Many respondents suggested that acade3ni,c programs could improve the manner 
in which they prepare students for work. 



Suggestion Frequency Mentioned 



College learning is too theoretical, not practical 


24 


or realistic. 




Help students develop coimiunication skills. 


17 


Help students develop human relations skills. 


8 


Reduce course requirements outside the major. 


8 


Offer courses more specifically related to business- 


7 


industry. 




Introduce more of a vocational -technical orientation 


7 


to academic programs. 




Develop students' math or analytical skills. 


3 
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There appeared to be a widely held opinion that colleges' "BJrtd universities 
placed too much emphasis on theoretical matters and not enough on the practical 
application of theory. These respondents felt that a more even balance between 
theory and practice would better enable college students to move from school to work. 

A number of respondents felt that the developnent of certain skills, 
primarily communication skills and human relations skills, should be emphasized 
to a greater extent in college. They claimed that education in a specific area 
rarely guaranteed job success, and that the ability to speak and write clearly, 
and the ability to get along with others were particularly important factors 
in job success for college graduates. Many graduates, they claimed, lacked 
these basic skills. 

Some respondents also were of the opinion that more courses related 
specifically to business-industry shpuld be offered, and that more programs 
involving vocational- technical training would help prepare students for work. 

***** 

Each respondent was asked for the one best piece of advice he would of fer 
to a college freshman who wanted to pursue a career with that company. Nearly 
all of the interviewees offered such advice, and some mentioned more than one 
suggestion which they thought would be helpful to svch a person. 

Many respondents indicated that they would recommend to a freshnan that 
he major in a specific subject area or program as the best means of obtaining 
eriiployment with their company. Among those who indicated that they would 
recommend a specific major field of study, the most frequently mentioned field, 
by far, was engineering. Thirty respondents suggested that such a person 
pursue a major in engineering, and an additional thirteen indicated specific 
fields of engineering which would be most beneficial. ^ 

The area of business was also frequently mentioned as one fran which a 
job aspirant should choose a major. Four respondents simply stated that a 
major in the business area would be beneficial, \diile nine respondents 
suggested that the person major in business administration, nine respondents 
suggested sales or marketing, and six claimed that the best way to prepare 
for enployment with their company was to major in accounting. 

A number of respondents made recommendations involving academics but not — 
major field choices. These individuals did not seem so greatly concerned with 
a person's major as with their broad academic backgrounds. Many were concerned 
that the person not becone confined to an area of specialization too early. 
Twenty mentioned that the best way to prepare for employment with tHeir 
coir^Dany was to take coursework of a general or liberal arts nature in order 
not to becone overly confined to a narrow specialty. 

Numerous other respondents mentioned that knowledge in technical and/ or 
business areas would be the best way to prepare for a job. Accounting anci 
mathematics backgrounds were important to some respondents, while others 
emphasized the fact that coursework should be related to a person's career 
and should be practical in nature. It would appear that the preferred 
balance betv/een general studies and specialization for new hires covers a 
broad spectrum in the eyes of employers and that onniphases upon both general 
studies and specialization have many supporters. 
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Many respondents indicated recommendations that were o£ a general nature, 
^ some involving philosophical or attitudinal development. Most frequently 
mentioned were the development of human relations skills and the importance of 
academic excellence. 

Many wployex^y on the other hand, appeared to consider experience in 
job-related activities to be at least as important as any acadanic recoiranen- 
dations they could make. Sixty respondents, or nearly one quarter of all 
those interviewed, indicated that the college student would be greatly aided 
in obtaining employment with their coiiq)any if he gained some form of practical 
or work experience while in college. Nearly half of these sixty specified that 
the experience should be related to the individual's chosen field, and eight 
suggested that experience through a cooperative or apprenticeship program would 
be particularly valuable. Another eight respondents noted that, upon gradua- 
tion, the person should be willing to start work at any level or salary in 
order to gain experience at the job and with the company. 
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EXTERNAL EDUCATIONAL OPPORTUNITIES 



this question are reported in Table 22. 

TABLE 22: PROVISION OF EXTERNAL EDUCATION OPPORIUNITIES, 
BY SIZE OF CCMPANY 




Educational 
Op portunities 

Provided 
Not: provided 



100-249 
n 



250-499 
n % 



61 
19 



76.3 
23.8 



68 
10 



87.2 
12.8 



500-999 
n 

65 98.5 
1 1.5 



1,000 + *" 
n 

45 93.8 
3 6.2 



Total 
n % 



239 
33 



87.9 
12.1 



/2»18.7003 df=3 p=.0006 



The data o£ Table 22 indicate that 88 percent o£ the ^^^P^^^^^f ^ 

groupings than in the smaller groupings. 

, -. -FiiTi-Tipr thpir formal education were not 

1^Xlt.TX S%raS -r-nib!^ .es^Les to this 
question Ate presented in Table 23. 

TABLE 23: POIENTIAL RECIPIENTS OF EXTERNAL EDUCATIONAL OPPORTUNITIES 
Juestlon 18* 




Any employee 
Salaried employees only 
Management only 
Other groups of employees 
Total 



^j-i^^^s^^^ ^^^^^^^ - ™^ 

enployee. 



respondents were asked whether or not the courses or degrees made 
reSL'^^^^ "^>^^^ educational program had to be jo&?^! 
me responses to this question are reported in Table 24. 



TABLE 24: TYPES OF EDUCATIONAL OPPORTUNITIES PROVIDED 
Question 18. 



■ T' 



Type of Program Supported 



Only job-related 
Jcb-related with exceptions 
Any coursework desired 
No formal policy 
Total 



Companies 



n 


% 


158 


66.4 


52 


21.8 


27 


11.3 


1 


0.4 


TSS 


too.o 



.ere ^^^^t^for^^^^ 

s= s%ir.p%~ ^^^^^^^ 

degr™e ^de availably. .H^el^esponses S thL^^tiSl'are're^rrS' 



TABLE 25: DEGREES AVAILABLE THROUGH EXTERNAL EDUCATION PROGRAMS 
_Questlon 18. 



Degree Levels Avallahle 



Undergraduate (only) 

Associate only 

Bachelor's only 

Associate and 
bachelor's 
Graduate (only) 
Both undergraduate 

and graduate 
No degrees available 
No established policy 
Total 



Companies 



38 

(6) 
(5) 
(27) 

2 

166 

24 

2 

232 



16.4 
(2.6) 
(2.2) 
(11.6) 

"0.9 
71.6 

10.3 
0.9 
100.0 
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More than seventy percent of the respondents indicated that degrees at 
both the undergraduate and gradtiate level lyere available through their external 
education programs. Sixteen percent of the canpcnies supported only under- 
graduate degree work. 

Ten percent of the companies providing educational opportunities for 
employees did not support programs to the ^tent that complete degrees could 
be earned. In most cases these companies were willing to reimburse employees 
for taking a limited number of courses related specifically to their employment. 

The provision of external educational opportunities involved the payment 
or reimbursement of the cost of tuition for coursework pursued. The resix)ndents 
were asked the percentage of these costs paid by the company, and the responses 
to this question are reported in Table 26. 



TABLE 26: PERCENTAGE OF TUITION PAID BY COMPANIES IN 
EXTERNAL EIWCATIQN PROGRAMS 



Question 18. 



Percent Paid 




n 


Companies 

% 


100 percent 




155 


65.1 


51-99 percent 




34 


U.3 


50 percent 




14 


5.9 


Variable or 




35 


14.7 


conditional 








Total 




__238_ 


100.0 



Nearly two- thirds of the respondeat^ indicated that they provide 100 percen 
of the tuition costs for employees eng^^^ in approved educational programs. 
A number added that books and supplies wre also provided by the company. 
Fourteen percent of the companies paid for more thaa half but less than all of 
the tuition costs. In nearly all cases the percentage paid ranged from sixty 
to eighty percent. An additional six percent of the conpanies paid fifty 
percent of the tuition costs. 

Fifteen percent of the respondents indicated that the percentage of tuition 
paid by the cOTpany was variable or conditional. In 15 cases, the percentage 
paid was related to the course grades received by the employee. Others based 
the percentage of the company's payment upon the type of onployment of the 
person taking the course or upon the nature of the coursework. 



IMPORTANCE OF FACTORS IN CONSIDERING EMPLOYMENT APPLICATIONS 



It is recognized that numerous factors can be taken into ^account in the 
process of evaluating an anployment application. The relative importance of 
such factors connnonly considered in this process were investigated. Because 
the nature of the job may affect the degree to which these factors are 
considered, the respondents were asked to judge the importance of each factor 
in evaluating applications to each o£ five occupational categories. 



TABLE 27: IMPORTANCE OF FACTORS IN EVAIUATING APPLICATIONS FOR 
PROFESSIONAL, TECHNICAL, AND KINDRED POSITIONS 



Factor 



Very 




Minor 


Not 


ImportatiC 


Xmporcanc 


Imporcance 


Considered 


67. 4Z 


29.5% 


2.3% 


0.82 


12.1 


74.0 


12.5 


1.5 


1.5 


19.9 


57.9 


20.7 


8.0 


44.3 


42.0 


5.7 


59.1 


29.4 


1.5 


0.0 


25.6 


57.1 


16.2 


l.l 


32.3 


60.9 


-6.4 


0.4 


44.2 


44.2 


a. 7 


0.0 


35.8 


55.1 


8.7 


0.4 


33.1 


56.4 


10.5 


0.0 


5.3 


17.4 


58.5 


18.9 


4.1 


30.1 


54.9 


10.9 


38.7 


47.0 


13.2 


1.1 



Consnunicacion skills 

College grades 

Prescige of college accended 

Recommendacions of ceachers 

Major field of scudy 

Personal appearance 

Degree received or years of college 

Previous work experience 

Impression of personallcy 

Career goals 

Faoiliaricy wlch company 

Excracurricular accivicies 

Recommendations of former employers 



Conmuinications skills and the major field of study of an individual 
stood out as being, by far, the most in^Jortant factors in evaluating 
applications to professional, technical and kindred positions. More than 
thirty percent of the respondents also indicated that previous work 
experience, the recommendations of former employers, their impression o£ 
the applicant's personality, his career goals, and his degree received or 
years of college were very important. Fifty percent or more felt that 
the prestige of the college attended, the familiarity with the company, 
and extracurricular activities were of little or no importance. 

ft ^ it ii it 



TABLE 28: IMPORTANCE OF FACTORS IN EVALUATING APPLICATIONS FOR 
MANAGERLAL AND OFFICIAL POSITIONS 





Vejry 




Minor 


Hoc 


Factor 


Impof t:anc 


Imporcanc 


ItttDorCance 


Considered 


Communicacion skills 


88. 3X 


11.7% 


o.ox 


o.ox 


College grades 


8.0 


70.5 


18.9 


2,7 


Prescige of college accended 


0.4 


18.6 


53.4 


27.7 


Recommendacions of ceachers 


7.2 


36.0 


47.3 


9.5 


Major field of scudy 


30.3 


58»3 


11.4 


0.0 


Personal appearance 


43.4 


50.6 


6.0 


0.0 


Degree received or years of college 


24.2 


57.4 


17.0 


1.5 


Previous work experience 


49.1 


39.6 


10. i 


0.8 


Impression of personallcy 


50. a 


46.6 


2.3 


0.4 


Career goals 


49.2 


43.9 


6.4 


0.4 


Familiar icy wich company 


U.B 

/ /I 


29.5 


45.1 


10.6 

1A f\ 
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Eighty-eight percent of the respondents indicated that ccMmiLinication skills 
were very important for applicants to managerial and official types of positions. 
Other factors indicated as being very important by more than thirty percent of 
the respondents were the personality of the applicant, career goals, previous 
work experience, personal appearance, reccHiimendations of former employers., and 
the major field of study. Factors considered of minor or no importance by more 
than half of the respondents were the prestige of the college attended, extra- 
curricular activities, recaranendations of teachers, and familiarity with the 
company. 

Some of the differences in the importance of factors considered in evaluating 
applicants between professional-technical- kindred and managerial-official 
positions are of interest. For the fomer category, academic-related factors 
such as the major field of study and the degree received or years of college 
were relatively more important^ while for the latter personal attributes such 
as personality, appearance, and career goals were of greater importance. 



TABLE 29: IMPORTANCE OF FACTORS IN EVALUATING APPLICATIONS FOR SALES POSITIONS 





Very 




Minor 


Not 


Factor 


Important 


Important 


Importance 


Considered 


Communication skills 


91. 6Z 


7.9Z 


0,5% 


O.QZ 


College grades 


2.6 


48.7 


42.9 


5.8 


Prestige of college attended ' 


1.1 


12.7 


58.7 


27.5 


Rccocimendacions of teachers 


4.7 


37.9 


48.4 


8,9 


Major field of study 


11.2 


47.3 


39.4 


2.1 


Personal appearance 


74.7 


24.7 


0.5 


0.0 


Degree received or years of college 


9.5 


48.1 


39,7 


2.6 


Previous work experience 


44.2 


46.8 


8.9 


0.0 


Impression of personality 


75.7 


22.8 


1.6 


0.0 


Career goals 


28.4 


58.4 


13,2 


0.0 


Familiarity with company 


18. C 


33.3 


37.6 


11.1 


Extracurricular activities 


11.6 


34.2 


43.2 


IKl 


Reconanendations of former employers 


40.0 


45,3 


13.2 


K6 



More than ninety percent of the respondents considered comniunication skills 
to be a very important factor in considering applicants for sales positions and 
three-quarters considered both the personality and the appearance of the 
applicant to be very important. The previous work experience and the recommen- 
dations of former employers were viewed as being very iinportant by forty percent 
or more. More than half of the- interviewees indicated that the prestige of the 
college attended, the reconmendations of teachers, and extracurricular activities 
were of little or no importance for such positions. 

Personality and appearance were considered to be much more important factors 
regarding applicants to sales positions tlian to managerial or official positions. 
On the other hand, career goals, the major field of study, and the degree 
received or years of college were more important factors in evaluating applicants 
to managerial and official positions. 

***** 
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TABLE 30: IMPORTANCE OF FACTORS IN EVALUATING APPLICATIONS 
FOR CLERICAL POSITIONS 





Very 




Minor 


Hoc 


Factor 


Important 


Important 


Importance 


Considered 


Consnunicacion skills 


39. 3Z 


50. OZ 


10. 7Z 


0. OZ 


LOliege graaes 


J. u 




A"? 7 


7 . J 


Frescige of college accended 


0.0 


5.2 


49.8 


44.9 


Recommendacions of ceachers 


7.8 


46.3 


34.3 


11.6 


Major field of scudy 


12,8 


48.5 


32.7 


6.0 


Fersonal appearance 


27.6 


54.9 


16.8 


0.7 


Degree received or years of college 


3.0 


24.3 


60.7 


12.0 


Previous work experience 


31.0 


53.7 


14.9 


0.4 


Impression of personality 


29.1 


58.2 


12.7 


0.0 


Career goals 


12.3 


39.4 


44.2 


4.1 


Familiarity with company 


2.2 


10.4 


58.2 


29.1 


Extracurricular activities 


1.9 


12.7 


55.1 


30.3 


Recoomendations of former employers 


40.5 


48.2 


8.6 


2.6 



Recommendations of former employers, communication skills, and previous 
work experience were the only factors viewed as very important by more than 
thirty percent of the respondents when evaliia ting an application for a 
clerical position. The prestige of the college attended, extracun'icular 
activities, familiarity with the company, degree received or years of 
College, and college grades were all of little or no importance to more 
than half of the interviewees concerning hiring to clerical positions. 

^ * ie ie i: 

TABLE 31: IMPORTANCE GF FACTORS IN EVALUATING APPLICATIONS FOR FOREMEN 

POSITIONS 





Very 




Minor 


Not 


Factor 


Itcpoi*tant 


Important 


Importance 


Considered 


Communication skills 


48. 5Z 


40. 7X 




1.2Z 


College grades 


1.7 


: 35.3 


49.4 


13.7 


Prestige of college attended 


0.0 


4.1 


52.3 


43.6 


Rccon'jT.endations of teachers 


4.6 


36.1 


41.9 


17.4 


Major field of study 


13.7 


^♦7.1 


28.8 


10.4 


Personal appearance 


16.5 


56.2 


25.2 


2.1 


Degree received or years or college 


4.6 


35.3 


46.9 


13.3 


Previous work experience 


54.5 


3S.8 


5,0 


0.8 


Xnpression of personality 


32.0 


54.8 


12.0 


1.2 


Career goals 


21. C 


58.5 


17.4 


2.5 


Faailiarity with coppany 


11.2 


27.7 


46.3 


14.9 


Extracurricular accivlt:ie« 


2.5 


14.6 


53.7 


29.2 


Recoosendatlcns of former employers 


46.3 


43.4 


7.9 


2.5 



Previous work experience , ccnimunication skills, recoinmendations o£ former 
anployers, anc' personality xvere all rated very important factors by more than 
thirty percent of the respondents when hiring to positions of foreman. Factors 
involving prestige of college atls^nded, extracurricular activities^ recommenr?i- 
tions of teachers, degree received, or years of college, and familiarity with 
the ^cofipany were of little or no importance to more than lialf of the 
respondents in this regard. 

***** 
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TABLE 32: RANK ORDERING* OF IMPORl'ANCE OF FACTORS IN CONSIDERING EMPLOYMENT APPLICANTS, 

BY OCCUPATIONAL CATEGORY 



Rank Ordar 
of iBtporUnct 


Profestlonil, TechalMl 
& Kindred 


Kanageri 4 
Offlclala 


Salesoen 


Clerical 


Foremen 


I. 


CoBDunlctclon 
tklUa 


CottBsunlcadon 
aklUa 


CoDBunlcatloa 
akllls 


CoBounlcatlon 
skills 


Prevloua vork 
experience 


2. 


(UJor field of icudy 


Inpreaalon of 
pcraonallcy 


Xnpresalon of 
peraonallty 


Reconn&endstlons of 
fonaer employers 


CoBBDualcation 
skills 


3. 


Prevlouf work 
experience 


Career goala 


Personal 
appearance 


Previous vork 
experience 


RecoDDendatloDS of 
foraer employera 


4. 


Keconaendaclonj of 
foraer cnplcyczs 


Prevloua work 
experience 


Previous vork 
experlenct 


Inpresslon of 
personality 


ImpreaaloQ of 
personality 


5. 


Ispreailoo of 
ptriooAllcy 


Personal 
appearance 


Recoonendatlons of 
foraer caployera 


Personal 
sppearance 


Career goals 


6. 


Career goeli 


Reconoendaclons of 
fomer enployerc 


Career goala 


Career goals 


Peraonal 
appearance 


7. 


Degree received or 
years of college 


Kajor field of 
study 


Faalllarlcy vltb 
company 


Major field of 
atudy 


Major field of 
atudy 


6. 


Peraonal 
sppearsoca 


Detree received or 
ypari of college 


Mjjor field of 
atudy 


RecoDaseodcf'i^ of 
teachera 


FamlUsrlCy vlth 
company 


9. 


College grades 


Faalllarlcy vlch 
company 


Degree received or 
ycara of college 


College gradea 


Degree received or 
years of college 


10. 


Recomaendsdons of 
ceacheri 


College gradea 


Extracurricular 
actlvltiea 


Degree received or 
yeara of college 


College grsdes 


11. 


FaslUarlcy vlch 
company 


Recotraendaclona of 
teacher a 


Recomaendatlona of 
teachere 


Extracurricular 
activities 


Recomaendatlona of 
teochera 


12. 


Extracurricular 
accivlcies 


Extracurricular 
activities 


College gradea 


Paalliarlty vlth 
company 


Extracurricular 
activities 


13. 


Pteadge of coUege 
attended 


Prestige of college 
attended 


Preatlge of college 
attended 


Prestige of college 
attended 


Prestige of college 
attended 


*IUQk order vut dfCr,niac4 by lubcrAcclng pcrceoc<K« of "noc 


considered'* responses from percentage of "very laportant" responsea. 



Table 32 presents a rank ordering of the relative iinportance of the thirteen factors taken into account in 
idering employment applicants, by the occupational category of the job sought. It is apparent from the 
ings that the relative importance of these factors varies vddely with the occupational category. 

A number of factor? stood out as being of relatively great importance for all of the occupational categories. ; 
e h'ere ccmunication skills, previous work experience, and the employer's impression of tte applicant's 
onality. It ii. of interest that a factor such as personal appearance was rated above college grades and /^n 
[Mendations of teachers for all five categories. ^ 0 6 
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SURVEY OF EFPIDYERS OF 50 TO 99 PERSONI€L 



Introduction 

It Tvas recognized that many smaller conqjanies also eaonploy college graduates 
and that the. opinions and practices o£ these ccmqpanies are important. In order 
to gain a better understanding of the hiring practices of these companies it was 
decided that a^short questionnaire, based upon selected questions of the interview 
fortnat, would be sent to a randcmly selected san5)le of the €ii5>loyers of fifty to 
99 personnel in the study's four Indiana Regions,* There are over 2,500 such 
companies in the state employing a total of more than 175,000 wrkers. The 
questionnaire was sent to 437 cOTipanies, and 300 ^usable r^etums, representing 
a response rate of 69.9 percent, were received. The findings of this survey 
have been related to those from cOTiparable questions asked in the interview 
survey for purposes of con5)arison. 



Findings 

The respondents were asked to estiinate the percentage of their company's 

current eanployees who were college graduates with associate degrees or higher. 

The responses to this question are reported in Table 33. 

TABLE 33: COLLEGE GRADUATES (ASSOCI/VTE DEGREE OR HIGHER) AS PERCENT OF 

..^TOTAL EMPLOYEES 



Percent Ranges- 


Number of 
Companies 


Percent 


0-5 Percent 


185 


61.9 


6-10 


56 


18.7 


11-20 


35 


11.7 


21-40 


14 


4.7 


Over 40 


9 


3.0 


Total 


299 


100.0 



More than sixty percent of the respondents reported that no more than five 
percent of their cOTipany's ennployees had received college degrees at the associate 
degree level or higher. This was higher than the 43 percent of the large 
conpanies vdiich reported employing five percent or fewer of bachelor's or higher 
degree recipients. (Different degree levels were discussed in this question in 
the two surveys in order to maintain consistency and siJi5>licity in the mailed 
questionnaire instrument.) It would appear, therefore, that the smaller sized 
cOTipanies have less of a tendency to enploy college graduates, at least as this 
relates to the proportion of their total work force. 

A A A A A 



*See final page of this section for a copy of the questionnaire. 
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The respondents were asked whether they expected that the percentage o£ 
their employees who were college graduates would increase, stay about the same, 
or decrease* over the next three to four years. ^ 



TABUE 34: ANTICIPATED CHANGE IN PERCENTAGE OF 
EMPLOYEES WHO ARE COLLEGE GRADUATES 



Change in 


Number cf 




Percentage 


Companies 


Percent 


Increase 


69 


23.1 


Stay about the same 


223 


74.6 


Decrease 


7 


2.3 


Total 


299 


100.0 



Twenty- three percent o£ the respondents anticipated an increase in the 
proportion o£ their employees who were college graduates. This was much 
lower than the 58 percent o£ the respondents from larger canpanies vdio 
expected such an increase (Table 12, page 19) . 

A A A A A 



The respondents were asked the educational background which would be 
considered most desirable for a position which required no more than a 
high school diploma* 

TABLE 35: DESIRED EDUCATIONAL BACKGROUND FOR A POSITION 
REQUIRING ONLY A HIGH SCHOOL DIPLOMA 



Educational Background 


Number of 
Companies 


Percent 


High school diploma 


137 


46.4 


Some coliege/no degree 


93 


31.5 


Associate degree 


42 


14.2 


Bachelor's degree 


23 


7.8 


Total 


295 


100.0 



Nearly half o£ the respondents indicated that they would prefer to hire 
a person with no more formal education than a high school diploma for a 
position requiring the diploma, and approximately one third preferred some 
college but no degree as an educational background for such a position. The 
responses received to this question were very»similar to those received from 
the interview respondents at the larger canpanies (Table 18, page 31). 

A A A A A 
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The respondents were asked how frequently ttiey were willing to pay more 
to a college graduate for doing the same type of work as a high school 
graduate, 

TABLE 36: WILLINGNESS TO PAY MORE TO A COLLEGE GRADUATE 



Frequency 


Number of 
Companies 


Percent 


Always 


21 


7.1 


Often 


28 


9.4 


Sometimes 


97 


32.7 


Rarely 


87 


29.3 


Never 


64 


21.5 


Total 


297 


-100.0 



Approximately half of the respondents indicated that they are at least 
sometimes willing to pay more to a college graduate than a high school 
graduate for doing the same type of work. This was noticeably higher than 
the comparable figure of 39 percent obtained in the interview survey of 
larger employers (Table 20, page 33). 

***** 



The respondents were asked how frequently they take an employee's 
educational background into account when promotion is considered. 



TABLE 37: CONSIDERATION OF EDUCATIONAL BACKGROUND IN PROMOTION 



Frequency Considered 


Number of 
Companies 


Percent 


Always 


34 


11.4 


Often 


83 


27.9 


Sometimes 


102 


34.2 


Rarely 


53 


17.9 


Never 


26 


8.7 


Total 


. 298 


100.0 



Approximately forty percent of the respondents indicated that they always 
or of ten took educational background into account when considering an individual 
for promotion. This was much lower than the comparable percentage of 73 percent 
obtained from larger companies (Table 21 , page 34 ) . 

***** 
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The respondents were asked whether or not they were able to locate and 
hire college-educated people to fill all o£ the positions for which they 
desired them. 

TABLE 38:- ABILITY TO LOCATE AND HIRE DESIRED COLLEGE GRADUATES 







Number of 




Ability to Locate 


Companies 


Percent 


Able 


229 


81.2 


Unable 


53 


18.8 


Total 


282 


100.0 



More than eighty percent of the respondents reported no difficulty in 
locating and hiring college- educated people to fiirai^i of the positions for 
which such a background -ms desired. Those who had had difficulty were 
asked to specify the occupations for which they had experienced this problon. 
Only 38 companies identified occupations to which they had experienced 
difficulty in' locating and hiring college-educated people. Of the 55 
occupations named, 21 were in the professional, technical and kindred 
occupational category and eleven of these were engineers. A number of 
efrployers also reported difficulty in hiring people to managerial, sales, 
and foranan positions. In general it appears that with the possible 
exceptions of engineering and sales, these companies were not experiencing 
problems in locating and hiring educationally qualified college ^ra;:luates. 

***** 



The respondents were asked whether or not a liberal arts, social 
science, or education major had more chance of obtaining a job with their 
company if the person had taken sane courses of a business or technical 
nature. 



TABLE 39: EMPLOYABILITY OF LIBERAL ARTS, SOCIAL SCIENCE, OR EDUCATION MAJORS 
WITH COURSES OF BUSINESS OR TECHNICAL NATURE 



Chance for 


Number of 




Employment 


Companies 


Percent 


Improved 


173 


59.7 


Not improved 


117 


40.3 


Total 


290 


100.0 




Sixty percent of the respondents indicated that courses of business or 
technical nature would ijnprove the einployability of a liberal arts, social 
science, or education major. This was significantly below the comparable 
percent of 81 percent obtained for larger conpanies (Table 15, page 25). 

***** 
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The respondents were questioned regarding the influence of a variety of 
degree programs upon a person's enq)loyability with their company. Their 
responses are presented in Table 40* 

TABLE 40: INFUJENCE OF MAJOR AREAS OF STUDY UPON GENERAL EMPLOYABILITY 





Strong 


Hlld 


Minor 


Mild 


Strong 


Unfualllar 








or No 






Wl th 




Influence 


Influence 


Influence 


Influence 


Influence 


Program 


Major Area of Study 














Two-year/bus.&comm. tech. 


25. 


50.0% 


22. 2Z 


1.2Z 


0.4Z 


0.81 


Two-year /data proc. tech. 


11.9 • 


26.3 


53.0 


4.2 


2.1 


2.5 


Two-year/mcch.&engr. tech. 


19.2 


37.5 


33.3 


4.6 


2.9 


2.5 


Bach. /bus., acctg. , mgmt. 


50.0 


3A.7 


12.9 


1.6 


0.0 


0.8 


Bach./scl. (blol.&phys.) 


6.8 


12.3 


61.3 


9.4 


7.2 


3.0 


Bach./engr. or tech. 


29.5 


25.3 


34.0 


4.6 


5.4 


1.2 


Bach* /lib. arts or social scl. 


6.8 


27.5 


51.7 


7.6 


4.7 


1.7 


Bach. /math or computer sci. 


15.2 


31.2 


42.6 


5.5 


3.8 


1.7 


Bach. /education 


2.1 


16.7 


60.3 


9.8 


9.4 


1.7 



The only degree program which had a strong positive effect upon anploy- 
ability for more than half of the respondents was a bachelor's degree in 
business, accounting, or management. Other programs having a positive 
(strong or mild) influence upon more than half of the respondents were, at 
the bachelor's level, engineering or technology and,' at the associate level, 
business and commerce technologies, and mechanical and engineering technologies. 
The programs in business and technical areas had a positive influence upon 
employability while those of a more general nature appeared to have little or 
no influence upon most of these mployers. In conparing these responses with 
those obtained in the survey of larger conpanies (Table 13, page 21) it becomes 
apparent that, for all academic areas, the college degree had a more positive 
influence in the larger companies. 

***** 

The respondents were then asked to indicate the influence upon general 
employability of a number of types of experience. 

TABLE 41: INFLUENCE OF TYPES OF EXPERIENCE UPON GENERAL EMPLOYABILITY 





Strong 


Mild 


Minor 


Mild 


Strong 






Positive 


Positive 


Or No 


Negative 


Negative 


No 




Influence 


Influence 


Influence 


Influence 


Influence 


Response 


Experience 














Full-time job during college not 


17. « 


38.2% 


36.9% 


4.1Z 


3.3% 


0.0% 


related to prospective employment 














Sussnar job, related to prospective 




40.0 


13.6 


0.0 


1.6 


0.0 


employment 














Offlca: In military 


8.6 


30.5 


49.8 


6.0 


3.9 


1.3 


Enlisted In military 


2.6 


28.2 


61.1 


3.4 


3.8 


0.9 


Year or more full- time work between 


9.7 


34.9 


52.1 


2.1 


1.3 


0.0 


years of college not job-related 












0.9 


A year of travel 


1.3 


9.1 


66.4 


12.9 


9.5 


Peace Corps or Vista 


3.0 


17.2 


63.4 


9.1 


6.0 


1.3 


Volunteer job, related to 


17.2 


43.3 


33.5 


3.0 


1.3 


1.7 


prospective employment 















As vas found with en5)loyers in the larger cai5)anies (Table 14 , page 23) , 
. these respondents were most positively influenced by a sumner job related to 
the prospective employment. A volunteer job related to prospective employment 
and a full -time job during college not related to prospective onployment were 
also regarded positively by more than half of the respondents. All of the 
other types of experience listed were considered to be of minor or no 
influence upon general «i5)loyability by fifty percent or more of the respondents. 
In general, these smaller conqoanies appeared to be less influenced by the listed 
types of experience than were the larger coii5)anies. 

* * it * ^ 

The respondents were asked to indicate the jobs for vMch they «iq)loyed, 

or preferred employing, college graduates. The responses ; are presented in 
Table 42. 



TABLE 42: OCCUPATIONS FOR WHICH COLLEGE GRADUATES ARE DESIRED 



Occupation Number of Companies 



Professional, Technical and Kindred 


^ -.177 


Engineers 


51 


Life & physical scientists 


9 


Mathematical specialists 


3 


Technicians (science & engr.) 


8 


Medical workers 


3 


Health technologists & technicians 


3 


Computer specialists 


16 


Writers & artists 


11 


Accountants 


59 


Other 


14 


Managers, Officials & Proprietors 


189 


Buyers, sales and lean managers 


35 


Other managers 


154 


Sales workers 


58 . 


Clerical workers 


27 " . 


Craftsmen, foremen & kindred 


5 


Service workers 


4 


Total responses 


460 


Number of respondents 


227 


Nonrespondents 


73 



It is apparent that a variety of eniployment opportunities for college 
graduates exist in companies of fifty to one hundred personnel and, it is 
probably the case, in smaller conpanies as well. However, these opportunities 
are limited, as evidenced by the fact that many of the respondents to this 
question indicated that they siinply do not anploy college graudates. The vast 
majority of jobs for irfiich these en5)loyers seek college graduates are in the 
professional, technical, and kindred or the managerial, official, and proprietor 
categories. 63 
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State of Indianta 

COMMISSION FOR HIGHER EDUCATION 

MS WIST yARKlT CTREET 
iNDlANAWLia, INOtAMA 4al04 



Offica uat only 



QOFSTIQNNATRF SURVFY OF FHPI nvp RS 



Dear 5ir/M«Jam: 

The Indiana Comaission for Higher Education is a state asencv 
rLl^rlil f;"^"ndary institutions in the state, a^d il ch^J^Sd^ 
cJiSlJSion ?I account m its planning. In order to perform bette 
Coi»is5 on is undertaking . «,jor study of college leVel .anpower 
of .nBrn^i«J? ? tS" * "^SJ related to that manpower study. 
MnJ?? hir?Jin^^^° personnel .nd will help us develop i no 

cJ^iLJon preferred by employers in Indiini. The finding 

CoMission in its program evaluation process ,nd should also be of 

?:r'Js;;?irin'jr'JS?:;s.'" ^"^"^^^^ '^"^"^ ^'^^ ^^'^^^l 

will Joini^??*'*?^ ^f*" Chosen for participation by a random 

*n3?S?S**,*t* questionnaire and return it to us In the enclo« 
All individuals* responses will remain confidential. "^lose 

Sincerely, 

Robert Greenberg, Ed.D. 
Project Director - Manpower 



responsible for the coordination 
to take the private institutions* 
r its duties in these areas, the 
supply and demand. 
It has been JcsigAed for employers 
re accurate picture of the educa* 
s of the study will be used by the 
value tu students as they plan for 
references of larger employers is 

lection process. We hope that I'.pn 
d. self-addressed envelope todJ»7 



VLU^^t. Kt^POND 10 tACH Ul- Till- FoLLoHlHt. OutVnONi. M PLAIIW; A CH rorr ^l IH .HH APPKOPmA T K ^paCF. 



WHat vould rou •■timata to be the perccnt«K« of your 
currtDt «aplo3raa« who are college ^raduAtcaT <TVo- 
yaar Aaaoclata dagraa or htghar) 

^0 - 5X 

* - lOT 

XI • 20X 

2i - 40X 

Hora thaa 40Z 

Do 70U expect that thla parccntega la solog to 
l&creeee, etey about the eaae. or decrceec 
OTcr the next three to four yeere? 
Inereeee 

»tey ebout the samc 

D atreeee 

In geDerel, vhtch of the folXovlns cducetloneX back- 
grounde would b« considered MOST DESIRABLE for a 
poaltion vhlch KXpUlRTD do more than a hl^h achool 
dlplowT (Aaaume that all will work for the tarn* 
ealarjr.) 

H lKh echool dlploM 
So— college but do degree 
..^---^^••<*clate degree (Two^jreer college) 
^ Bachelor'a degree 

Mow fresuentljr are you willing to pay aora to a college 
graduete f«vT doing the earn* typ« of work aa e high 
•chool gtM^Tiiete? 

A lweya 

O f tea 
Soaetlatea 

K arely 

never 



In generel. doea e llbcrel erte/eoclal eclcnce or 
education greduate have more chance of obtelolag e Job 

*jlth you If he hae had aoma coureee of a bueioeee or. 
technlcel nature? 

Tee 

Wo 



The following two queetlone deel with a number of cheracter- 
letlce of potential «aployeee. pleaeo Indicate how thcee 
charecterlatlca influence a pereon'e general employeblllty 
with your company by uelng the followlns code. 

1 - Strong poeltlve Influence 

2 - Mild poeltlve influeace 

3 - Minor or no Influence 

4 - Mild negetlve influence 

5 - Strong negetlve influence 

6 - Unf—llier with protran 



low fre^ently 1, .„ ci^iloyee'e rducatlonel beckground 
taken lotr account when he.ie conelderad for prowtlon? 

Alwayt 

Of 1*0 

^oaetlmee 

^Rarely 

W aver 

Ax« yow able to locete and hire college-educated 
people io fill el) of the poeltlone for which you 
dealre them? 

Tea 

Mo 

Zf Aotf for what occupatlone heve you had difficulty 
finding approorieta college»educated eppllcente? 



g. Bow would each of the following college major flelde of 
atudy Influence « per eon *a general employeblllty with 
your company? (Place the appropriate number In eech 
epace.) 

Two yeer degree in buelneee 4 coemeree technologlee 

tvo year degree Id data proceeelng technoloslee 

^Two year decree Id mechanical & ct^glneerlng technologlee 

ftachelor e degree in buelneaa.'eccouotlns.or manasement 

Bachelor e degree In eclence (biological L phyelcal) 

Bachelor a degree in engineering or technoloey 

iachelor'a degree in the liberal erta or eoclal eclence 

iachelor*e degree In matheaatlea or coapvter eclence 

^lachelor*e degree In education 

Uelng the aame eet of poaalble reapooKi, how would each 
of the following typea of experience Influence a peraon^^t 
general cwpXoyeblllty with your company? (Place the 
appropriate nuaber In eech epece.) 

Pull-tlBC Job during college oot related to 

proepective employnent 

Su«ier Job related to proepective employMnt 

Officer In the military 

^tnlleted person In the ailitaty 

A yeer or «ore full-tlae work experience between ycara 

of college not related to proepective employment 

^ y»r of travel 

^*«ce corpe or Vlate experience 

Volunteer Job relatiJ to proepective employment 



For :'hj< johf do you employ, or would you prefer to eMloy 
colV4;^4 itraduatea; 



Thank you for your cooperation, 
f yo« would live to receive a copy of the report of thle atudy, pleaae eoeplete the llnee below: 



Tour name: 
CoNftaay name: 
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APPENDIX A 



METHODOLOGY 



The Problem 

The problOT of this study was to assess the preferences of major employers 
in Indiana regarding college -level education for new hires. 

A review of literature revealed that this information was unavailable for 
Indiana, and that few studies of this nature had been conducted nationwide in 
recent years. The Indiana Enployment Security Division CI*E-S.D), the Indiana 
State Chamber of Commerce, and the Indiana Manufacturers Association were 
consulted in order to determine the degree of need for the study and the feasi- 
bility of successfully completing it. It was advised that such information 
would be of value, but that a mailed questionnaire would probably provide 
data of limited utility. A personal interview methodology was judged to be 
the best means of obtaining data. 

The Sample 

Indiana is a major business and industrial state, with a great many con5)anies, 
both large and small, in the numerous middle-sized or smaller comramities of the 
state as well as in its major urban areas. It would have been impossible, within 
the resources allotted to this project, to have conducted a statewide interview 
study. It was therefore decided to include four of Indiana's Planning and 
Development Regions (Regions 1, 3, 8, and 13 : See map on page 4) vdiich wuld be 
representative of both the geographic and the business and industrial composition 
of the state. According to the figures of the I.E.S.D. , these four "Regions 
contained 55 percent of the projected 1980 total employment in Indiana.^ 

The sanple was also limited to include only companies o£ one hundred or 
more personnel. This limitation was iiiposed because smaller companies wuJ.d 
have had difficulty relating to many questions concerning specific occupations, 
and because a sample including smaller companies would have been less reliable , 
in representing their population. In the report of a 1967 interview survey of 
approximately 300 aofiployers in the San Francisco Bay Area, Gordon and Thal-Lafsen 
stated that, by restricting their sample to onployers of 100 or more personnel, 
they would covei- a larger volume of enployment than if smaller companies were 
included. They also noted "...there is considerable evidence that the larger 
firms are the pacemakers in terms of enq^loyer policies, and that exclusion of 
snsall firms would not seriously in5)air the significance o£ our results."^ 

It was .iimined that four intenaewers, one in each Region of the study ^ 
would conduc: evtnty interviews apiece over two months and that 280 compa.;ieH 
would be interviewed. Table A presents the number of establishments in ea.:.^'. 
of the Regions vMch met the size criterion and the number of cosa^^anies sampled 
in each Region, by size of company. 



Indiana Emplojrment Security Division, Indiana ' s Interim Manpou^r Projections 
1970-1980 , Indianapolis, 197A, Statewide report and reports for Regions 1, 
3, 8, and 13. 

Margaret S. Gordon, Margaret Thal-Larsen, Employers Policies in a Changing 
Labor Market , Institute of Industrial Relations, University of California, 
Berkeley, July, 1969, pp. A1-A2. ,j ^ 
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TABLE A: SURVEY POPULATION OF CCMPANIES AND S^LE DRAWN, BY REGION AND SIZE 
OF CIM'ANIES 



Size of CoTapam- 




Region "5 


Real on 8 


Reffion 1 


X LI L.a J- 




*' 


149 


139 


319 


88 


695 


Employees 


n** 


48 


52 


35' 


44 


180 




n/N%*>* 


32 2 


38 1 


u.o 


50.0 


2S 9 


H y y 




67 


41 


69 . 


32 


209 


Employees 


n 


63 


28 


24 , 


30 


145 




n/N% 


94-0 


68.3 


34.8 


93.8 




500-999 


N 


23 


25 


43 


20 


ill 


Employees^ 


n 


23 


25 


21 


20 


l.''9 




n/N% 


100.0 


100.0 


48.8 


100.0 


80.?. 


1,000+ 




15 


12 


30 


4 


61 


Employees 


" i 


15 


12 


30 


4 


61 




n/ N% 


100.0 


100.0 


lOO.O 


100.0 


100.0 


Total 




254 


217 


461 


144 


1,076 




i 


14ii 


118 


110 


98 


475 




n/N% ! 


58.7 


54.4 


23.9 


68.11 


44.1 



*:?3 = all companies meeting size ana g^^gfaphic crJ.teria. 
*^*n = number of companies .lnc.l^'"!ed in purvey sample. 
***n/N% = percentage of pcvulacions of c^i^ip^nies included in sample. 



The survey sample was drawn in such ^ xnanner as to include all canpaTiies in 
the four Regions with one thousand or mt^ <sn$iloyees and, in three o£ the Regions 
all companies of 500-999 personnel. The reujaining sanple members were drawn from 
the two smaller size categories randomly r^trstii'ied by type of business or 
industry, with a higher percentage of population dra^i from the companies anploy- 
ing 250-499 personnel. Names, addresses^ and size rai.iges of the ccnnpanies were 
obtained through the cooperation of the R^s^afch and Statistics Section of the 
I.E.S.D. 

Contact with Sample Menfibers 

The initial corresr)Oi:;dence with sanrple mejnl^^r^ concex^^airig the survey \a.s 
fran a selected Chamber of Cr?nin^rce in their Region.* Thes'^j letters expressed 
support for the goals of the study and encouraged participation. A letter 
from the Commission for Higher Education foilciwed, explaining the study and 
requesting; participation and the identification o£ the person to be inter- 
viewed. A response card was enclosed wit.h this letter. After about three 
weeks a second mailing to norarespondents was conducted. Correspondence was 
addressed to either the chief executive or the head of personrie\ at each > 
company. " 



*Chambers of Commerce in Hammond, Pert Waytie, Indi^^napolls, and Evansville 
were contacted and cooperated in this mafUi^^^- 



upon receipt of the identification of the person to be interviewed, a 
letter of acknoi5rledgement was sent to that pe^rson explaining that he would 
be contacted by the interviewer to set up 5- time and place for the interview. 
Correspondence from the Commission to tJie cc?trpardes is contaiired in Appendix C. 

D evelopment of the Interview Format 

The Commission had its own needs for infor;iiati'>n c<?ncemirig the problem 
area of this study. Discussions with the representaftiyei; of the I.E.S.D., 
the Indiana Chamber of Cc»iimerce, and the Indiana Manm^'Vcturers Association 
aided in identifying additional areas of concern. A review of related 
literature provided further topics of potential int-erei^t. 

A draft of an interview format was px-epared and pre-tested with companies 
in Columbas, Indiana. The instrument was revised accordingly and pre- tested 
with companiei; in Bloomington, Indiana. This instrument was again revised 
and sent to a number of people knowledijeabl^a in the area of manpower research. 
Their conments were considered and the interview format was finalized* 

Interview Process 

Four India-na Universit)f graduate students were selected as full-time 
intewiewers for a period of two months. Each attended a rigorous twday 
traijiing session and then was assigned one of the four Regions. They 
contacted the identified interviewee to arrange a time and place for the 
session. Peraiission vas-granted, in nearly all cases, for the interview to 
be recorded o;i cassette tape. The interviewers, at a later time, transcribed 
the interviews frc^n tape to transcription fonns which were sent to the 
Cominission on a weekly basis for analysis. This process provided a means of 
monitoring the study activities on a continuing basis. 

Mailed Questionnaire Survey of Employers of 50-99 Personnel 

It was recognized that the opinions and practices of smaller complies 
concerning the demand for college graduates are also important. For this 
rea^'on a short questionnaire, based upon questions of the interview format, 
was developed to survey canpanies employing 50-99 personnel. The findings 
of this survey are presented on pages 51-57 of this report. 



72 



APPENDIX B 
INTERVIEW FORMAT 



I^P0IXJCTIQN* 



The Indiana Conmission for Higher Education is a state agency, 
responsible for coordinating the efforts of public postsecondary educational 
institutions in Indiana while taking into account the programs and resources 
of the private sector. The CcHimission has received a grant from the Lilly 
Endowment to conduct a mHiipower study for college graduates and the survey 
represents an attainpt to determine the relationships between college 
education and jobs from the perspectives of the employers. The findings of 
the study will receive a broad distribution and should be of value to the 
Ccximission, to colleges, universities, and their students, and to the 
employers themselves as students become more aware o£ hiring preferences . 

I would like to record our interview on cassette tape, if you do not 
object. This will enable you to speak at greater length concerning any issue, 
and it makes for a more comfortable interview since I won't be continually 
witing. Your responses will be transcribed and your recording erased. No 
individual's responses will be identified and all such responses are entirely 
confidential. 

During June and July persons iujch as yourwit at approximately 300 
Indiana businesses and industries are being intervitswed. Because of the wide 
range of types and sizes of con5)anies being studied, some questions are of a 
general nature. In these cases, please give the response ^^viilch is most often 
true. Also, feel free to comnent subjectively upon any answer. Do you have 
any questions at this point? 



*Thls brief introduction was spoken by the interviewer at the initiation of 
the formal interview. 
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RESPONSE GUIDE 



OCCUPATIONAL .CATEGORIES 

Professional, Technical, 
^nd Kindred 



Managers, Officials, and 
Proprietors 



Sales Workers 



OCCUPATIONS 



1. Engineers (technical) 

2. Life and physical scientists 

3. Technicians (science § engineering) 

4. Computer specialists 

5. Accountants 

6. Personnel and labor relations workers 

7. Writers and artists (designers, 
photographers, editors, reporters, 
public relations workers) 



8. Bank officers and financial managers 

9. Buyers and purchasing agents 

10. Sales managers and department heads 



11. Sales representatives (include 

advertising agents, insurance agents, 
brokers, exclude clerks) 



Clerical Workers 



12. Secretaries and stenographers 



Craftsmen, Foremen, and Kindred 



13. Foremen 



UKUREE LEVELS 



ASSOCIATE DEGREES 



1- High school diploma or less 

2. Some college, no degree 

3. Associate (two year) degree 

4. Bachelor's degree 

5. Master's degree 

6. Doctorate or professional 
degree 



1. Business and commerce technologies 

2. Data processing technologies 

3. Mechanical and engineering technologie 



BACHELOR'S A\'D HIGHER DEGREES 



Business/ accounting/management 
Science (biological § physical) 
Engineering/technology 
Liberal arts/social sciences 
Mathematics/computer science 
Education 



FREQUENCY LEVKT.g 



Always 

Often 

Sometimes 

Rarely 

Never 



INl^LUEMCE LEVELS 



Strong positive influence 
Mild positive influence 
Minor or no influence 
Mild negative influence 
Strong negative influence 
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QUESTIONS 

Hand interviewee response guide and explain its contents 

1. Are there any occupations on this list which are not represented in your company? 
They will be excluded from further discussion. 

Are there any occupations in which you employ a significant number of college 

graduates that are not mentioned on the list? 

2. Throughout our discussion we will be speaking of new hires to entry-level positions. 
Is previous job-related full-time experience required for new hires to any of the 
cx:cupations on the list? 

IVhat educational levels and areas of study are preferred for new hires to each of 
these occupations? If possible, please use the degree levels and areas of study 
as noted on the response sheet. 

3. What are the preferred educational levels and areas of study for new hires to each 
of the listed occupations?. In answering the question assume that you are speaking 
about individuals with little or no full-time job-related e;q)erience. 

4. Do you foresee changes in your educational preferences, either by degree level or 
area of study, to any of these occupations over the next few years? (three to four 
years) 

5. Do you anticipate that over Jjie next two years your firm will significantly increase 
or decrease the overall number of people employed in any of these occupations? 

(May include changes in occupational structure and/or growth or decline of firm's 
employment) 

6. Are you able to locate and hire educationally qualified people to fill all of your 
positions for the listed occupations? (List any with apparent trained manpower 
shortages) 

***** 

7. Do you have any suggestions concerning ways that colleges and universities can 
improve the manrjer in v;hich they prepare students to meet the needs of employers? 
We are interested 5n any general suggestions you have or in suggestions which 
relate to specillc :-*ccuuational categories. 

8. What would you cri^tim^^Lte to be the percentage of your current employees who are 
college graduates! (Bachelor's degree or higher) 

0 - 51 

~~6 - lot 
_11 - 20* 

^21 - 40* 

M ore than 40* 

9. Would you estimate that this percentage is going to increase, decrease, or stay 
the same over the next few years? 
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10. Does a liberal arts/social scieiKre or education graduate have more of a chance of 
obtaining, a job with you if he has had scxne college courses of business or 
technical nature? 

(If yes) IVhat types of skills would be most helpful for these people in seeking 
employment with your company? 

11. Do you think a person should start out in a job vAiere he oi^ she is underemployed 
in order to demonstrate promotability? By underenployed, I mean working at levels 
below education and/or experience wDuld indicate. (Probe},.) 

12. What percentage of your annual new employees would you estimate arc underemployed? 

^0-lOt 

ll-25t 

^26- sot 

_51-75% 

76-100% 



13. In general, vrfiich of the followj,ng educational backgrounds would be considered 
most desirable for a position which required no more than, a high school diploma? 
Assume that all will wrk for the same salary. (Probe) 

.High school diploma 

S ome college but no degree 
— A ssociate degree (Two-year college) 

jBachelor's degree i 



14. If you had a job opening requiring a bachelor's degree, would you prefer to hire a 
master's degree recipient if he or she were willing to work for the same wage? 

Would you show preference to a bachelor's recipient, would it make no difference, 
or would you show preference to a master's recipient? 

15. How frequently are you willing to pay more to a college graduate for doing the same 
type of work as a high school gracUiate? Always, often, sometimes, rarely, or never? 

16. How frequently is an employee's educational background tqken into account when he 
is considered for promotion to managerial or professional levels of occupation? 
Always, often., sonctimes, rarely, or never? 

17. (If yes) Is educational background a very l^Dortant factor, an important factor, 
or is it of minor importance in consideration, for promotion to managerial or 
professional levels of occupation? 

18. Do you provide external educational opportunities for your enqjloyees? 

For whom? 
Where? 

Tuition reimbursement (percentage)? 
Job- related or any program? 
pegrees available? 
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19. If you were speaking to a college freshm^i who wanted to pursue a career with your 
company, what would be the one best piece of advice you could give liirn? 

The following series of questions deals with a number of characteristics of potential 
employees. Would you please indicate your reactions regarding how these characteristics 
influence a person's general cmployability with your conpany by telling me whether they 
would have a : 

1. Strong positive influence 

2. Mild positive influence 

3. Minor or no influence 

4. Mild negative influence 

5. Strong negative influence 

20. How would each of the following college itiajor fields of study influence a person's 
general cmployability with your company? 

A. Associate degrees 

1. Business and commerce technologies 

2. Data processing technologies 

3. Mechanical and engineering technologies 

B. Bachelor's degrees and higher 

1. Business/ accounting/management 

2. Science [biological and physical) 

3. Engineering/technology 

4. Liberal arts/social sciences 

5. Mathematics/computer sciences 

6. Education 

21. Using the same set of possible responses, how would each of the following types 
of work experience influence a person's' general employability with your company? 

A. Full-time job during college not related to prospective eniployment 

B. Summer job related to prospective employment 

C. Officer in the military 

D. Enlisted person in the military ^ \. 

E. A year or more full-ti^ie work experience ^between years o£ college not related 
to prospective einployin^*r:t 

F. Part-time job duri'^ liege not related to prospective enployment 

G. A year of travel 

H. Peace Corps or VL. experience 

I. Volunteer job reliited to prospective employment 

***** 

We recognize that a number of factors car. be taken into account in the evaluation of 
employment applications. We hope to identify the relative importance of each of 
tliese factors, particularly as they relate lO^he different occupational categories. 
In concluding the interview, would you please take a few minutes to complete each of 
these checklists; there is one for each category included in the study. 
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Uccupationai Category'' 










Coiniiuiiication skills (speaking and writing) 










College grades 










Prestige of college attended 










Recommendations of teachers 










Major field of study 










Personal appearance 










Degree received or years of college 










Previous work experience 










Impression of personality 










Career goals 










Familiarity ivith your company 










College extracurricular activities 










Recommendations of former employers 











*Categories included 1) professional, technical, kindred 2)managers and 
officials 3) sales workers 4)clerical workers 5) foremen 
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CORRESPONDENCE FROM COMMISSION TO SAMPLE COMPANIES 



ERIC 
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YAH l». •MITH 

CMAHIMAN 

MUMCIK 
•CURT SKIIVAAS 

Vies CMamMAw 



Mils. WILUAM O. BJIAV 
MCNSTJUIV ^, 

■■■■■ wairfHiMiM ' -•■>••■ 

"HOTmRT O. ANOKRtON 
VALPAIUWO 

tsum MAurs 
JOHH n. Bwrnow 

OKOftOK OOUr 

COLUMSUS 
ORANT W. HAWKINS 

tNO<ANAJ»OU« 
CUATtS K. HUMJI 

KVAMSVHJUI 
mvINO U LCWIN 

MAMMONS 
SAMUKU A. RKA 

ro«T WAVM 

'AANK vm 

lUCNAMT 



State OF Indiana 

COMMISSION yOR HIGHER EDUCATION 

I4J V/CtT MAAKCT tTRKCT 
INO|AKAPOU#. INDIANA 4«l04 




OH. mCHARO O. OIM 
COMMttMOMtll 



(LETTER REQUESTING PARTICIPATION) 



Dear Sir: 

The Indiana Commission for Higher Education is a state 
agency responsible for the coordination of public post- 
secondary education institutions in the state, and is 
charged to take the private institutions' resources into 
account in its planning, in order to assist in its plan- 
ning efforts, the Commission is conducting a major study 
of college-level manpower supply ancl demand for Indiana. 
We are asking your assistance in this study. 

A complex problem we face involved identifying the relation- 
ships between college degree recipients and the types of 
Dobs available to them after graduation. In order to re- 
solve this difficulty the Commission is undertaking an 
interview survey of a sample of major business and in- 
dustrial firms in Indiana. The interview method is being 
used because it is a more precise method of obtaining the 
type of information we need than is the mailed question- 
naire method. The purpose of the study is to identify 
employers' educational requirements and preferences for 
new employees in selected occupations which are frequently 
represented by college graduates. The findings will be 
used to aid the Commission in evaluating new degree pro- 
gram prpposals, to help colleges and universities identify 
needed program areas, to enable students to prepare better 
for the world of work and to provide companies with a 
better understanding of students ' and employers' attitudes 
toward collegiate preparation for career choices. 

Your firm has been included in our carefully selected* ' 
sample., of companies operating in Indiana which 
are representative in type and size of the state's 
businesses and industries. The interviews will be 
conducted in the summer of 1975 and should require no 
more than one hour with you or one of your staff members 
who is knowledgeable of your firm's hiring practices. 
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We have discussed the nature of our survey of employers 
with the Indiana Chamber of Commerce and the Indiana 
Manufacturing Association, and they have supported our 
view that such a study would be of value. We have also 
worked with the Indiana Employment Security Division in 
designing the study. 

The results of this study will not reveal the identity 
of the individual participating companies and all informa- 
tion obtained from the interviews will be treated in a 
confidential manner. The Commission is highly interested 
in keeping employers' needs in mind as it seeks to co- 
ordinate and improve the educational i offerings within 
the i^tate. We hope that your company will assist the 
Commission in achieving the worthwhile objectives of 
this study. 

Would you complete the enclosed postcard and return it 
to us at your earliest convenience. We would be pleased 
to answer any questions you may have concerning this 
suxrvey. 

cordially. 




Robert Greenberg, Ed. D. 
Project Director - Manpower 



RG/vb 
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(RESPONSE POSTCARD) 



Return Address of Company 

S«>uiuf'l AOai;is r.*iri;jt 



Indiana Commission. for 

Higher Education 
143 W. Market Street 
Indianapolis, Indiana 46204 



YOUR NAME: 



Please check the appropriate space below and fill 
In the requested Information: 

Yes, we would like to participate In the survey 

of employers. The person to be interviewed 
is ^ . 

Business phone number of interviewee: 
Area code No. 



No, we do not want to be included in the 
survey of employers. 



VAN P. SMITH 
CMAmMAN 



VICK CMAWMAM 

IMOCANATOU* 
MRS. WILUAM O. BRAY 

•SCaCTAIIV 

MAMTtNtVlUJK 
RODCRT D. ANDERSON 

FRCOCRIOC T. BMtn 

TSJIJIC MAUTS 
JOHN R. BCNSOW 

U«OIAMArOU« 
OKOROK DOUP 

COUIM9U9 
GRANT W. HAWKINS 

WOIANAPOUS 
CURTIS C HUSISR 

CVAN9VIU.S 
IRVINO L. LCWtN 

MAMMOM» 
SAMUKL A. REA 

ronr waync 
FRANK VITK 

ujcmaut 



STATE OF INDIANA 
COMMISSION FOR HIGUER EDUCATION 

149 W£9T MARKET STREET 
INOIANAPOUS. INDIANA * 



m 



DR. RICHARD O. Ot0S 
COMMiaslONCJI 



CFOLLOW-UP LETTER) 



Dear Sir: 

Several weeks ago we sent you a letter request in7 thci 
participation of your firm in the Commission for x'l:j-her 
Education's survey of employers. We are exaiuining employers' 
preferences concerning the educational backgrounds of employees, 
and the study affords a rare opportunity for direct communica- 
tion between Indiana's businesses and its postsecondery educa- 
tion institutions. The information reported in the study 
should be of value to colleges and their students / and to 
businesses and industries, as well as aiding the Commission 
in its planning capacity. 

Your firm was included in the representative .jample for the 
study. Even if you employ very few college graduates we would 
like to interview a representative of your fixrm regarding 
education and hiring preferences. Interviews, to be conducted 
in June and July by trained interviewers, will require approx- 
imately 45 minutes of the time of an individual familiar with 
your company's hiring preferences. Strict confidentiality 
of inforiRation will be observed concerning all individuals' 
responses. 

I have included another response 'Cc.\rd with this letter. Would 
you please indicate if your firm will participate in the study 
and, if so, the person to be contacted by an interviewer in 
June or July. 



Thank you for yout consideration. 




Project Director - Manpower 
RG:ss 
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VAN FrSMITH - 



MUNCIS 
OCURT SCRVAAS 

V%CX CMAINMAN 

INOtAKAMU* 
MRS« WILUAM a BRAV 

ftcenKTAfrir 

MAHTlirSVlUJI 

t^OBCRT D. ANOCRflON 

VAI^AJUUSO 
FREDCRtCX T. BAUUI 

rCIUU HAUT« 
JOH%a R. SCNVOW 

IMOIAMA^OU* 

cEOROX pour 

COUMSU9 

GRANT W. HAWfCINft 

tNOiANA^US 
CURTIH V. HU3SII 

CVANaviUX 
IRVINO L. LXWIN 

HAMMOMO 
SAMUKL A. RKA 

ronr wAtNC 
FRANK VITK 

cuctaar 



State OF Indiana 

COMMISSION FOR HIGHER Em/l^.A^tlON 

r 43 WEST MARKET STRECT 
INDIANAPOLIS. INDIANA 46204 



DR. RICHARD D. OlSa 
COMMiCMONCa 



fACKNOWLEDGEMENT TO INTERVIEKiib) 



We are pleased that your firm has expresser. willingness 
ko participate in the Commission for Higher Education's 
survey of employers r and that you have been identified 
as the person to be interviewed. The interview questions 
will pertain to your firm's preferences regarding the 
educational backgrounds of new employees. The study 
offers a rare opportunity 'for direct communication 
between Indiana's employers and the postsecondary educa- 
tion system, and the results should be of value to 09th. 
If you have any questions concerning the nature or objectives 
of t:he study, feel free to contact me by mail or telephone. 

You will receive a call some time in June or July from one 
of our interviewers to set up a time convenient to yourself. 
Thanks again to you and your firm for your willingness to 
cooperate with our effoii' -s. 



Sincerely 




Robert GYeenbfe^:^, Ed. D. 
Project Director - Manpower 



RG:8S 
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